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RECOGNITION 
Under this agreement, made and entered into this 8th day of August, 
2006 by and between the Port Washington Union Free School District, 
Town of North Hempstead, Nassau County, Port Washington, New York 
(hereinafter referred to as the "District") and the Port Washington Teachers 
Association (hereinafter referred to as the "Association''), the Board hereby 
recognizes the Association as the exclusive bargaining agent for a unit com­
prised of regularly scheduled teachers, guidance counselors, librarians, school 
nurse-teachers, psychologists, speech clinicians, social workers and depart­
ment chairpersons. 
This recognition shall remain in effect for the maximum period as pro­
vided for under the New York State Taylor Law. 
DEFINITIONS 
The School District hereinafter shall be referred to as "District". 
The Port Washington Teachers Association hereinafter shall be known 
as the "Association". 
The Board of Education of the District hereinafter shall be called the 
"Board". 
The Superintendent of Schools hereinafter shall be referred to as 
"Superintendent". 
The tenn "instructional employee" or "teacher" hereinafter shall mean a 
member of the bargaining unit. 
A Department Chairperson hereinafter shall be referred to as 
"chairperson". 
A Building Principal hereinafter shall be referred to as "principal". 
The tenn "days" shall mean working school days. 
STATEMENT OF PURPOSE 
The Public Schools of Port Washington, established by the community 
to serve the community, are dedicated to fostering in each student the ability 
and character to fashion a worthy and successful life. The schools share with 
the home and society the task of preserving the values and wisdom of the 
past, while building the capacity to meet the future, by providing equal edu­
cational opportunity for all. It is the joint responsibility of the Board and 
the instructional staff, in conjunction with the community and community 
agencies, to maintain an educational program of excellence. 
Recognizing the diversity of the needs and gifts of their students, and 
mindful that each must find his/her place in society, the schools strive to 
help every student develop her/his intellectual capacities fully, with due re­
gard for emotional, mental, physical and social growth. 
Our schools affirm the democratic concept of the worth of each person. 
Their structures and practices are organized on the principle that learning is 
individual and continuous. Each pupil is entitled to the education which 
most nearly meets his/her needs and capacities. It is incumbent upon the en­
tire instructional staff to be sensitive to and to provide for personal differ­
ences, and to assume the responsibility for guiding and encouraging all stud­
ents. 
The educational process is directed toward helping each student to ac­
quire a foundation of knowledge, skills and a love of learning; to assume an 
increasing responsibility for her/his self-development; to become actively 
involved with ideas, people and things; and to learn responsible behavior as 
an individual and as a citizen. 
I. ASSOCIATION RIGHTS 
A. MEETINGS 
Space shall be made available to the Association for the conduct of gen­
eral meetings of the membership and individual committee meetings. If cus­
todial coverage is not otherwise scheduled for the facility, the Association 
agrees to pay the cost for custodial coverage. 
The Association shall meet on the third Wednesday afternoon each 
month during the months of September to June in the Paul D. Schreiber 
High School cafeteria. If the third Wednesday falls immediately before a 
holiday or recess period, another Wednesday in that month shall be reserved 
for Association meetings. 
It is understood that such meetings shall in no way interfere with the 
work schedule of any instructional employee, and that arrangements for the 
use of District facilities shall be made with the Administration before such 
meetings take place. 
Furthermore, Association delegates to the annual NYSUT Representa­
tive Assembly shall be permitted to attend this Annual Meeting with no 
loss of salary, all costs other than those of salary to be borne by the individ­
ual or the Association. 
B. RELEASED TIME 
If the President of the Association teaches at the high school, he/she 
shall be relieved of all homeroom and building responsibilities and shall be 
consulted in the scheduling of his/her assignment. 
If the President of the Association teaches at the middle school, he/she 
shall be relieved of all advisory, team study, and building responsibilities 
and shall be consulted in the scheduling of his/her assignment. 
If the President of the Association teaches at an elementary school, 
he/she will be relieved of all building responsibilities prior to 8:30 a.m. and 
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after 2:45 p.m. He/she will be consulted in the scheduling of hislher 
assignment(s). He/she will be provided with one 45-minute block of release 
time daily during the student day. The timing of this block will be scheduled 
as mutually agreed to with the BUilding Principal and with the approval of 
the Superintendent of Schools or his/her designee. 
In addition, members of the Association who have been appointed to 
serve on committees established by the provisions of this Agreement, or 
who have been appointed to serve on committees established by the Super­
intendent, may be released from classes or building duty during the school 
day, with the approval of the Superintendent in accordance with past prac­
tice. 
C. ASSOCIATION DAYS 
There will be allotted to the Association thirteen (13) days in each of 
the years of this Agreement for Association business. No more than five (5) 
of these days are to be used by anyone person and, where possible, must be 
scheduled two days in advance. 
D. PHYSICAL FACILITIES 
The Superintendent will assign to the Association a permanent private 
office within a District facility including filing space and will allocate to the 
Association office furniture including a desk and typewriter for its exclusive 
use. 
The Association will continue its use of the permanent private office as 
presently assigned. If it becomes necessary for the Association office to be 
relocated, the District will provide similar office space, similarly equipped. 
The Association shall continue to have the use of direct line telephones 
in the office of the Association at its own expense. 
The Board will continue to allow the Association to have access to du­
plicating equipment, faculty mail boxes, and interschool mail facilities. 
The Board will continue to make available to the Association reason­
able and adequate bulletin board space in each school. 
E. DUES 
Authorization for dues deductions will be accepted for September 1 dur­
ing each of the years of this Agreement. Each such authorization is to re­
main in effect until a written application for revocation of authorization is 
received in the office of the Superintendent. A duplicate copy of the revoca­
tion shall be sent to the President of the Association. 
Every member of the bargaining unit who is not a member of the As­
sociation shall within 30 days after the initial date of employment or within 
30 days after this section becomes effective, whichever is later, pay to the 
Association an agency fee. Such fee shall be equal to 100% of the member­
ship dues of the Association. 
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The Association shall forward to the fiscal or disbursing officer of the 
District a list of nonmembers and the sum of money to be deducted from 
each instructional employee's paycheck for the agency fee. Said full amount 
shall be deducted from each instructional employee's paycheck not later than 
30 days of receipt of a list of nonmembers. The fiscal or disbursing officer 
shall forward said total amount of agency fee to the Association. It is agreed 
that the Association will save and hold harmless the District from all loss, 
expenses, damages, costs and attorneys' fees that may accrue as a result of 
any actions or suits brought against the District by any employee in this 
unit of representation aggrieved by the implementation of this agency fee 
provision. 
F.	 VOTE/COPE DEDUCTION 
The District agrees to provide payroll deductions for VOTE/COPE. 
G.	 ACCESS TO BOARD INFORMATION 
The Association shall continue to receive copies of published surveys, 
reports, agendas and minutes of public Board meetings as soon as legally al­
lowable. Upon request, nonconfidential administrative reports and surveys 
will also be made available. 
H.	 MEETINGS BETWEEN THE BOARD AND ASSOCIATION 
The Board and the Association agree to hold meetings during the school 
year, by mutual agreement, where requested. 
I.	 NEGOTIATIONS SESSIONS 
Negotiations sessions shall be scheduled at mutually agreed upon times. 
In the event that the stages of impasse or fact finding are reached, such ses­
sions held on regular school days may take place on school time upon mu­
tual agreement of the parties. 
J.	 GRIEVANCE PROCEDURE 
The Board and the Association agree to follow the provisions of the 
Grievance Procedure outlined in Appendix A. 
II.	 ASSOCIATION AND ADMINISTRATION 
RELATIONSHIPS 
A.	 JOINT COMMITTEES 
The following joint committees comprised of representatives of the As­
sociation and the Administration shall meet throughout the length of this 
Agreement: 
I. Extra Assignments 
2. Professional Growth and Curriculum Development 
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3. Supervision and Evaluation 
4. Paraprofessionals 
5. Summer Study 
No joint committee shaH meet on school time without the express 
consent of the Superintendent. 
When a joint committee is meeting with a specific recommendation as 
a goal, the Superintendent, after consultation with the chairpersons, may es­
tablish a time line for the development of the recommendation. 
Each of the two groups of representatives on any joint committee shall 
be entitled to one vote on the final recommendations of the committee. 
The Association and the Administration co-chairpersons shall sign the 
recommendation of the joint committee indicating the committee's approval 
of said recommendation. The co-chairpersons shall then forward this recom­
mendation of the joint committee to the Association President. 
If the approved recommendation of a joint committee is not accepted by 
the Association, it shall be referred back to the committee for further study. 
If the approved recommendation is accepted by the Association, the 
committee co-chairpersons will be so informed by the President of the As­
sociation. After receiving the notification of such acceptance, the co-chair­
persons shall forward the recommendation to the Superintendent. 
If such recommendation is rejected by the Superintendent, in whole or 
in part, the Superintendent shall give written reasons to the committee, with 
a copy to the Association, within twenty (20) school days of the submis­
sion of the recommendations to himlher. 
Where a recommendation from a joint committee which requires Board 
approval is judged by the Superintendent and the President of the Associa­
tion to require amendment of the contract, then the Board shall be advised of 
this fact before acting upon the recommendation. Where the Superintendent 
and the President do not agree that such action upon a recommendation 
would require amendment of the contract, then the Board shall be so advised. 
B. AFTER SCHOOL MEETINGS 
Meetings may be held on each Wednesday afternoon unless that Wed­
nesday falls immediately before a holiday or recess period or is a Wednesday 
which is reserved for Association meetings. The District may combine any 
two available Wednesdays for a longer meeting which shall not exceed two 
hours. A schedule of meetings for the first semester must be provided by 
July 15 and a schedule for the second semester by September 30. 
Additional meetings may be called by the principal and held at mutually 
convenient times for the orientation and training of probationary teachers. 
This shall in no way preclude the holding of additional meetings bet­
ween principal and staff where, under unusual circumstances and by mutual 
agreement, such additional meetings are desired. 
Furthermore, in the event of an emergency, a meeting may be called to 
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deal with that circumstance. 
Five minutes will be allotted at the beginning of each faculty meeting 
for Association announcements. 
Meetings will commence no later than fifteen minutes after the dismis­
sal of pupils. 
The principal of each school will meet with the members of the staff 
who serve on the Association Executive Council for the purpose of explain­
ing and discussing pertinent educational matters. The principal will inform 
the group as promptly as possible of planned changes in building policy. 
C.	 EVALUATION COMMITTEE FOR ADVANCED STATUS 
A committee entitled the Evaluation Committee for Advanced Status, 
composed of teachers and an advisor from Administration, shall review pro­
posed plans for members of the professional staff who wish to attain higher 
degree status, and recommend to the Superintendent and the Board applicants 
for higher degree status according to the Evaluation Committee Procedures 
and Requirements for the Advanced Status Program which appears as Ap­
pendix B. 
D.	 TASK FORCE ON MERIT PAY 
A committee shall be established to study the issue of merit pay. The 
committee shall consist of four teachers appointed by the Association and 
four members appointed by the Superintendent. The committee shall issue 
findings, a report, and a recommendation, as appropriate, on merit pay, to 
the Superintendent by January 15,2009. 
III. CURRICULUM DEVELOPMENT 
A.	 PROFESSIONAL GROWTH AND 
CURRICULUM DEVELOPMENT 
The Board recognizes the need for professional participation in the ini­
tiation, formulation, and shaping of the curriculum. 
To encourage active and creative participation in this vital phase of edu­
cation, it is agreed that there shall be established a joint committee of in­
structional and administrative personnel to make recommendations to the 
Superintendent concerning revisions of present educational programs and 
proposals for new system-wide programs. 
1.	 Function 
a. To alert teachers to the requirements of a flexible educational 
program and to assist in their continued professional growth. 
b. To reflect this concern, the Board agrees that the Association, in 
cooperation with a member of the administrative staff and with the advice 
and consent of the Superintendent, shall participate with the Superintendent 
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or her/his representative and a member of the administrative staff in the ini­
tiation and conduct of practices and activities designed to assist the staff pro­
fessionally, such as, but not necessarily limited to, orientation meetings, 
workshops and teacher-to-teacher guidance. 
2. Aim 
a. To insure professional growth through cooperative efforts bet­
ween the members of the Association and the Administration to bring about 
relevant and meaningful curriculum change. 
b. Teacher representatives and administrative representatives shall 
cooperatively formulate, structure, and make recommendations to the Super­
intendent with regard to curriculum change. 
3. Responsibilities 
The Professional Growth and Curriculum Development Committee re­
sponsibilities are as follows: 
a. To serve as a clearinghouse for ideas and suggestions for curric­
ulum changes. 
b. To recommend to the Superintendent modifications of present 
educational programs, innovations in curriculum, and methods of imple­
mentation. 
c. To survey teacher needs and plan in-service and other programs 
necessary for professional growth. 
4. Organization 
The Professional Growth and Curriculum Development Committee 
shall be organized as follows: 
a. The Association shall appoint one (1) teacher from each ele­
mentary school; three (3) from the middle school; and three (3) from the 
high school. 
Alternates shall be appointed to exercise the function of a regular mem­
ber who is absent from a meeting. 
b. The Superintendent shall appoint a maximum of six (6) admin­
istrators to the Committee. 
c. Minutes of meetings shall be sent to the Superintendent and 
posted in each building. 
B. BUILDING CURRICULUM COMMITTEE 
Each building faculty shall elect members of a building committee 
which will serve in an advisory capacity in curriculum development. The 
committee will be consulted in regard to planned curricular changes and in­
structional materials pertinent thereto. The committee may consult when 
necessary with the Professional Growth and Curriculum Development Com­
mittee. 
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IV. PROFESSIONAL PLACEMENT 
A. RECRUITMENT 
The hiring of instructional employees is a common concern of the 
Board, the Administration, and the Association. It is agreed that every effort 
shall be made to secure certified teachers whose records and attitudes indicate 
that they will provide outstanding service as career teachers within the Dis­
trict. 
Candidates for teaching positions will be interviewed by the principal 
and by a committee consisting of the chairperson or year level leader and 
two teachers of the same year level, team, or subject area, when available, 
prior to the time an applicant is offered a position. 
Candidates for chairperson will be interviewed by the principal and by a 
committee consisting of members of the department prior to the time an ap­
plicant is offered a position. Teachers at the appropriate year levels will par­
ticipate in the choosing of a year level leader. Recommendations shall be 
made to the principal. If the advisory recommendations are not accepted by 
the principal, reasons shall be given to the interviewers. 
When hired, experienced teachers shall be given full credit to a maxi­
mum of three years for previous experience in equivalent public or private 
schools. This provision shall not apply to teachers hired after August 8, 
2006. 
Credit for previous experience in equivalent public or private schools 
may be granted for individual candidates at the discretion of the Superinten­
dent and with the approval of the Board. Credit for active military or Peace 
Corps experience may be granted to a maximum of three years. Credit may 
be granted for previous work experience where deemed advisable by the Su­
perintendent. 
To the extent possible, new employees shall be advised of their starting 
salary in writing prior to acceptance of a position. The Administration shall 
detennine the initial salary status of new employees in accordance with the 
Association-District Agreement. 
Effective July I, 1982, the anniversary date of the employee shall be 
the first day of the month in which the appointment becomes effective. 
Teachers will be consulted with respect to the selection of pennanent 
and acting administrative personnel involved in curriculum and instruction. 
B. ASSIGNMENTS, CHANGE AND NOTIFICATION 
When the qualifications of applicants to fill vacancies or new positions 
are substantially equal, preference shall be given to members of the bargain­
ing unit. This will include, but is not limited to, administrative internships, 
positions in Summer School, Adult and Community Education, In-Service 
and funded programs. 
During the school year, employees of the District shall be notified of 
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pending vacancies and new positions through postings and the internal staff 
newsletter and shall be given at least one week's notice to apply for such 
vacancies and new positions. 
During the summer, the President of the Association or her/his designee 
shall be notified of promotional vacancies and positions with job titles new 
to the District. Employees shall be given at least two (2) weeks' notice to 
apply for such vacancies and new positions. 
Personnel will not be employed prior to the closing date for applica­
tions. Employees must apply separately for each position desired. Upon re­
quest, a list of applicants for a position will be made available to the Presi­
dent of the Association. 
C. EXTRA ASSIGNMENTS 
A joint committee of administration and instructional personnel shall 
review the annual program of extracurricular activities and make recom­
mendations to the Superintendent regarding the operation of the program, 
the number and type of extracurricular activities and the number of units al­
located to specific extracurricular activities. 
Candidates for extra assignments will be interviewed by a screening 
committee. This committee will include teachers from a list of teachers pro­
vided by the Association. The screening committee shall make its recom­
mendation to the principal. When an individual is not to be continued in an 
extracurricular assignment, he/she will be notified of the reasons for the de­
cision, in writing if requested, and given an opportunity to discuss the deci­
sion with the principal. 
All coaches shall become certified in CPR and First Aid and will main­
tain that certification. The District will provide necessary training courses. 
The number of units paid for extracurricular activities shall be a mini­
mum of 239.5 for each of the years of this contract. There shall be no guar­
anteed minimum number of units in the event the District is placed on aus­
terity. Each year a list of all extracurricular activities and the unit value of 
each will be published. 
D. TERMINATION OF EMPLOYMENT 
All nontenured teachers shall be given a written assessment of their per­
formance and those teachers whose services are to be terminated will be so 
notified by April 15. 
Each teacher shall, insofar as is possible, notify the Superintendent pri­
or to April 1 if she/he is planning to terminate herlhis employment prior to 
the commencement of the following school year. 
A probationary teacher who is advised that his/her services are to be ter­
minated shall be entitled, upon written request, to a meeting with the princi­
pal and the Assistant Superintendent for Instructional and Human Resources. 
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E.	 REDUCTION OF PERSONNEL 
Any proposed reduction in the number of instructional employees shall 
be discussed by the Association and the Superintendent. 
When vacancies arise following layoffs: 
1. Laid off tenured teachers will be re-employed in their tenure and cer­
tification area in order of seniority. 
2. If vacancies do not exist in their specific tenure area, laid off tenured 
teachers in possession of certification to teach in another specific teaching 
area will be re-employed in order of seniority. 
If no position is available for which a tenured teacher possesses certifi­
cation, the District will make every effort to place a teacher in a position for 
which shelhe has partially completed the requirements for certification while 
shelhe proceeds to be retrained and certified, provided permission to appoint 
is obtained from the State. 
In the event that tenured or probationary teachers are excessed, two of 
these individuals shall be given adjunct teacher positions at 50% of their 
regular salary. The selection of the individuals shall be based on seniority, 
certification and the educational needs of the District. The District shall con­
tinue to pay the health, dental and other benefits for the adjunct teachers. 
All other teachers who have been excessed, including those who have 
served at least one year as full time or part time temporary substitutes, will 
be put on a preferred substitute list. When called these teachers will be paid 
at the same rate as select substitutes under the same terms of the agreement 
covering substitute teachers. The preferred substitute status will remain in 
effect as long as the teacher substitutes on a regular basis in the District. 
V.	 SUPERVISION AND EVALUATION 
OF INSTRUCTIONAL PERSONNEL 
A.	 THE SUPERVISION OF INSTRUCTIONAL PERSONNEL 
Supervision of instructional personnel must take place for the continued 
maintenance of quality education in the District. Its ultimate goal is the im­
provement of instruction. Supervision may be manifested in a variety of 
forms and techniques and involves knowledge, talents and skills of all pro­
fessional personnel. 
Effective supervision must recognize the individuality of each teacher 
and provide a climate for the use of one's full potential; it must help define 
the purpose of a teaching task and stimulate creative and imaginative teach­
ing. Effective supervision should guide teachers in continuing self-evalua­
tion and self-education. 
The supervision of instructional personnel is a primary responsibility 
of the building principal. To assist the principal in the discharge of this re­
sponsibility, the services of available personnel, including chairpersons, 
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year level leaders, teachers in a similar subject or year level, and other re­
source personnel should be utilized. 
The Supervision and Evaluation Committee, comprised of representa­
tives of the Administration and the Association, will continue to study 
problems and issues and to make recommendations to the Superintendent 
concerning the supervision of teachers. 
B.	 THE EVALUATION OF INSTRUCTIONAL PERSONNEL 
The continuing evaluation of all instructional employees is a respon­
sibility of the Administration. 
Each principal is responsible for the evaluation of instructional person­
nel within the school. To assist in carrying out this function the principal 
should use level leaders, department chairpersons, and whatever other re­
source personnel are available. 
The evaluator shall communicate with the instructional employee re­
garding observations of the employee's performance within five (5) days fol­
lowing such visit. In all cases, an opportunity shall be offered for personal 
consultation. At such time, concrete suggestions should be made, and the 
teacher made cognizant of strengths and weaknesses. 
The instructional employee should receive a copy of any written assess­
ment within ten (10) school days of visitation. The instructional employee 
shall have the right to make a written comment concerning each evaluation 
or report, and to have this comment included as part of the evaluation. 
The Supervision and Evaluation Committee, comprised of representa­
tives of the Administration and the Association, shall continue to study 
problems and issues and make recommendations to the Superintendent con­
cerning the evaluation of teachers. 
C.	 TEACHER FILES 
Any instructional employee shall be permitted to examine his/her per­
sonnel file absent specific waivers regarding pre-employment references. 
However, references received prior to September 1, 1978 will remain confi­
dential but shall be available for inspection by the teacher, Superintendent, 
assistant Superintendents, administrative assistants, immediate principals, 
the teacher's representative and the Board as a body and its counsel acting on 
behalf of the Board or Superintendent. No other person seeking access to a 
teacher's file may see said file without the explicit permission of the teacher, 
except as required by law, in which case the teacher shall be notified upon 
the District's receipt of the request. 
No material shall be placed in the employee's personnel file unless that 
employee has first had an opportunity to read the material. Within 20 days, 
the employee shall sign any material to be placed in her/his file, merely sig­
nifying that shelhe has read the material. 
An employee has the right to append an answer or statement to any ma-
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terial filed which shall be attached to the file copy. Upon request, a teacher 
shall be given a copy in writing of any material placed in his/her personnel 
file. 
Material will be removed from the file and destroyed when a teacher's 
claim that it is inaccurate, untrue or unproved is sustained by the Superin­
tendent 
No references or materials indicating participation in a grievance either 
as grievant, witness, or other participant will be entered in a teacher's file. 
VI. TEACHING CONDITIONS 
A. ACADEMIC FREEDOM 
It is agreed as follows: academic freedom is essential to the fulfillment 
of the purposes of the school system, and it is acknowledged that there is a 
fundamental need to protect teachers from any censorship or restraint which 
might interfere with their obligation to pursue truth in the performance of 
their classroom function. 
The nature of American democracy demands that citizens be able to lis­
ten to all sides of an issue. Citizens have the right to sort out the facts and 
arrive at independent conclusions. 
Students in school have a right to be exposed to issues which are with­
in their intellectual grasp and are under current debate in our society. Stud­
ents are entitled to an objective presentation of differing points of view on 
all issues studied. 
The Board will make every effort to maintain an atmosphere of acade­
mic freedom in the schools. Teachers are entitled to full rights of citizen­
ship, and no religious or political activities outside of school, or lack there­
of, may be used as grounds for any discipline or discrimination with respect 
to the employment of such teacher by the District. 
B" SUMMER STUDY GRANTS 
For each year of the contract, the District will allocate $15,000 for 
Summer Study grants, each of which will not exceed $2,500. A joint com­
mittee will continue to establish criteria, interview applicants, and recom­
mend candidates for these summer study grants to the Superintendent. 
C. SCHEDULING OF "rEACHER ASSIGNMENTS 
Teachers shall participate in formulating class schedules, teacher assign­
ments and grouping of students in their respective schools and/or depart­
ments. 
No later than sixty (60) days before the end of the school year, pro­
gramming preference forms shall be distributed to all teachers. 
Preference as to subject matter, types of classes, rotation of assign­
ments and the like, dependent upon the available capabilities of the staff and 
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the practicalities of each situation, will be given due consideration in the 
formulation of schedules. 
When it is necessary to have a position split between two (2) or more 
schools, the District will use the following criteria in making such an as­
signment: the educational needs of the District, seniority, and the number of 
prior split assignments. Itinerant teachers will not teach in more than two 
(2) buildings in any given day. Itinerant teachers traveling off the secondary 
campus (Schreiber, Weber) or between elementary schools as part of a split 
assignment shall have no homeroom or nonteaching duties. Itinerant teach­
ers traveling between buildings on the secondary campus (Schreiber, Weber) 
may be assigned a homeroom or nonteaching responsibility, but not both. 
All tentative teacher assignments for the next school year shall be an­
nounced as soon as possible but no later than June 10, except under unusual 
circumstances. 
If the tentative schedule of any teacher must be changed after the current 
school year has ended in order to serve the best interest of the students and/or 
the instructional program of the District, the appropriate administrator shall 
promptly notify the teacher involved, in writing, of the proposed change. 
D. CLASS SIZE 
1. It is agreed that classes of moderate size enable teachers to be more 
effective in their teaching. 
2. The Board recognizes the concept of flexible scheduling in terms of 
class and group size as a means through which optimum educational bene­
fits for children may be achieved at all levels of instruction. 
3. The Board and the Association agree: 
a. Small classes generally offer opportunity to use more effective­
ly a greater variety of instructional materials and methods; large group in­
struction may likewise offer opportunities for use of special instructional 
materials and methods. 
b. Experimentation, innovation and invention are more likely to 
occur in small classes. 
4. Where a class size is inconsistent with the above and does not meet 
the needs of the students, the Administration shall take reasonable measures 
to alleviate the situation, such as providing extra instructional personnel. 
E. TEACHERS OF STUDENTS WITH DISABILITIES 
The District recognized that the assignment of students with disabilities 
as defined under the provisions of Public Law 94-142 and I.D.E.A. to regu­
lar classrooms will impose additional burdens on some teachers. If a student 
is to be "included" in a regular classroom, all teachers responsible for the ed­
ucation of that student will be involved in discussion and orientation and re­
ceive all relevant information and material well prior to when the student is 
placed in the c1assroom(s). 
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The District will make every effort to provide special assistance where 
it has been detennined that such assistance is appropriate and feasible. Such 
assistance may include additional training, smaller class size, additional pre­
paration and shared planning time, supplementary personnel, additional tech­
nological equipment, and modified texts and other teaching materials. 
F. TEACHER DAY 
1. Elementary Teachers 
The teachers' day in the elementary schools will be seven hours in 
length. It will begin no earlier than 8:05 a.m. and end no later than 3: 15 
p.m. However, effective September, 2006, the elementary school teachers' 
day will be increased by 15 minutes one day per week. It will begin at 8:00 
a.m. and will end at 3: 15 p.m. The time between 8:00 a.m. and 8:25 a.m. 
will be used for meetings designated by the principal. 
Effective September, 2007, an additional day per week may be increased 
by 15 minutes, beginning at 8:00 a.m. and ending at 3: 15 p.m. 
During the 2006 . 2007 school year a committee shall be fonned con­
sisting of three representatives appointed by the Superintendent and three 
representatives appointed by the Association. This committee will study 
how to utilize the second day effectively. The committee's recommendation 
shall be made to the Superintendent no later than May 15,2007. The Super­
intendent shall implement his/her decision with regard to the second day at 
the beginning of the 2007 - 2008 school year. 
Before holidays and on Fridays, the teachers' day will end at the end of 
the student day if teacher responsibilities with students have been fulfilled. 
Elementary school teachers shall have a duty-free lunch period of not 
less than fifty minutes except where weather or other circumstances may 
limit such time to thirty (30) minutes. When an elementary school teacher 
remains with children during lunch, the teacher shall be pennitted to leave 
school after the last child in his/her class has been dismissed and the teach­
er's responsibilities have been fulfilled. 
Direct teaching responsibilities shall not exceed twenty-two and one­
half (22 1/2) hours per week. 
Elementary school teachers shall have a minimum of two and one half 
(2 1/2) hours per week during the scheduled pupil day which shall be re­
served for planning and preparation. 
Beginning with the 1998-1999 school year, the length of the elementa­
ry students' instructional day may be extended 15 minutes beyond the 1997­
1998 instructional day. 
At the elementary schools, one evening parent teacher conference may 
be held in the fall during the same week as one of the daytime parent teacher 
conferences. If the evening conference is held, the length of that daytime 
conference day will be reduced by an equivalent amount of time. 
At the elementary schools, one evening parent teacher conference may 
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be held in the spring. If the evening conference is held, the length of one 
school day during the second semester will be reduced by an equivalent 
amount of time. 
2. Middle School Teachers 
The teachers' day at the middle school will begin at 8:00 a.m. and will 
end at 3: 15 p.m. 
All middle school teachers shall have a duty-free lunch period of not 
less than forty-five minutes. Every effort shall be made to schedule lunch 
between 11:00 a.m. and 1:30 p.m. 
Direct teaching responsibilities shall not exceed twenty (20) hours per 
week (the equivalent of five (5) classroom teaching periods). It is understood 
that home base responsibilities shall be considered as part of the twenty (20) 
hours per week. Nonteaching responsibilities shall not exceed three (3) 
hours and forty-five (45) minutes per week.Team study shall be considered a 
nonteaching responsibility. A foreign language teacher who teaches six (6) 
class groups will have no additional nonteaching responsibilities. Every ef­
fort shall be made to schedule direct teaching and nonteaching responsibili­
ties so as not to exceed three consecutive periods on any given day. 
It is understood that middle school teachers will attend the fall Back to 
School Night. 
3. High School Teachers 
The teachers' day at the high school will begin at 8:00 a.m. and will 
end at 3: 15 p.m. 
All high school teachers shall have a duty-free lunch period of not less 
than forty-five minutes. Every effort shall be made to schedule lunch bet­
ween 11:00 a.m. and I :30 p.m. 
Direct teaching responsibilities shall not exceed twenty (20) hours per 
week (the equivalent of five (5) classroom teaching periods). It is understood 
that homeroom responsibilities shall be considered as part of the twenty (20) 
hours per week. Nonteaching responsibilities shall not exceed three (3) 
hours and forty-five (45) minutes per week. Every effort shall be made to 
schedule direct teaching and nonteaching responsibilities so as not to exceed 
three (3) consecutive periods on any given day. 
It is understood that high school teachers will attend the fall Open 
House Night. 
4. School Psychologists, Guidance Counselors, and Social Workers 
During the school year a maximum of four evening meetings may be 
scheduled for school psychologists, guidance counselors, and social workers. 
For each evening meeting held, the length of one day during that week will 
be reduced by an equivalent amount of time. The dates of the evening ses­
sions and the compensatory time will be scheduled by mutual agreement. 
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5. Middle and High School Extra Help 
Before and after school extra help will be scheduled for students depart­
mentally for a period of 30 minutes immediately before school and 30 
minutes beginning 5 minutes after the end of the student day. Each teacher 
will provide a departmental extra help session either in the morning or in 
the afternoon once every two weeks. The schedule of departmental extra help 
sessions will be posted for the students monthly beginning one week after 
the first day of school for students. 
Extra help will be scheduled as outlined above only when the regular 
school day begins and ends at the times provided for in the 2002-03 school 
year. Should there be any change in the times of the school day, this method 
of providing extra help may be modified by mutual consent In addition, a 
comprehensive analysis of the middle school schedule will be undertaken in 
an attempt to make opportunities for extra assistance more available during 
the students' day. 
6. All Teachers 
All teachers will be consulted concerning contemplated changes in a 
school's schedule. 
flexible schedules for individual teachers may occur on a voluntary ba­
sis, subject to the following restrictions: 
a the length of such a teacher's workday does not exceed the length 
of the regularly scheduled day for other teachers. 
b. the teacher's schedule is no more than one hour before or after 
the regular teacher workday. 
c. direct teaching responsibility is no greater than the direct teach­
ing responsibility of other teachers of the same subject. 
All teachers may be excused by their principals before the end of the 
teacher day to attend meetings defined as school-related by the Superintend­
ent. 
G. PART-TIME TEACHERS 
Part-time teachers will receive a pro-rata share of salary, sick leave, and 
personal leave, and those receiving at least 40% of salary will receive the 
full medical and dental provisions accorded full-time teachers. Part-time 
teachers who teach two (2) periods or more per day may be assigned one pe­
riod of building duty. 
Part-time teachers will be advanced to the next salary step after having 
taught the equivalent of a full-time yearly schedule. 
A teacher appointed prior to September I, 1998 and teaching more than 
one-half time will be credited with one year of service toward tenure for each 
year of service. 
Part-time-teachers appointed after September 1, 1998 shall neither re­
ceive probationary appointments nor be eligible for tenure. Part-time teach­
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ers appointed after September 1, 1998 who teach at least 60% of a full 
schedule and who have worked at lellst 60% of a full schedule for a mini­
mum of three (3) years shall be discharged for just cause only, which shall 
be subject to grievance and/or arbitration. Reductions in force shall not be 
included within this just cause provision and shall not be subject to 
grievance and/or arbitration. 
H. SCHOOL CALENDAR 
Teachers shall be required to work for 184 days from September through 
June, provided, however, that at least one of these days shall be reserved for 
staff development and provided further that the teacher work year shall not 
start prior to Labor Day except by mutual agreement. 
For each year, a calendar will be developed which provides for two (2) 
one week recesses, one in February and one in March and/or April. 
In the event that the number of working days is reduced below 184 days 
but not below the state legal limit of 180 days due to inclement weather or 
other acts of God, the additional days necessary to equal 183 days may be 
scheduled, provided however, the days beyond 180 will be scheduled only if 
it is possible to do so without diminishing the spring recess and provided 
further that the 183rd day under such circumstances shall be a day for staff 
development. 
In the event that the number of working days is reduced below the state 
legal limit of 180 days due to inclement weather or other acts of God, the 
additional days necessary to satisfy the 180 day legal requirement will be 
scheduled, after consultation with the Association, during previously sched­
uled vacation days or immediately following the scheduled end of the school 
year. 
A teacher employed by the District but assigned full time to a private or 
parochial school will follow the calendar of the school in which the teacher 
is located as long as the number of days worked is equivalent to the number 
of days worked by the other members of the bargaining unit. 
New staff will participate in a two (2) day orientation program to be 
scheduled during the summer recess period prior to the opening of school. 
I. CONSULTATION ON BUDGET AND SCHOOL SPACE 
Teachers shall be consulted by their building principals or department 
chairpersons in the annual preparation of budget requests. Such consultation 
shall include review with teachers where original budget submissions are be­
ing revised with explanation for the need of such revisions. Where a budget 
cut must be made in a teacher's or department's specific budget request, the 
teacher or department will have the primary responsibility of selecting those 
items to be deleted provided that such deletion does not contradict Board 
policy. 
Furthermore, in those instances where the Board is considering the relo­
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cation of teachers' rooms, the remodeling of existing school facilities, 
and/or the construction of additional school facilities, teachers with an inter­
est in the proposed relocation, remodeling, or construction shall be consult­
ed in the preparation of plans. 
In each school, the principal and staff will explore the availability of 
space for use by departmental personnel and, where possible and available, 
additional space for psychologists, speech therapists, reading teachers, music 
teachers, and guidance counselors to meet with children. 
J. SALARIES 
1. Schedule 
The index will appear as Appendix C in the Agreement. 
The schedule effective beginning July 1,2005 shall be 2% on BA Step 
I of the index. This schedule appears as Appendix D in the Agreement. 
The schedule effective beginning July I, 2006 shall be 1.625% on BA 
Step I of the index. This schedule appears as Appendix E of the Agreement. 
The schedule effective beginning February 1,2007 shall be 1.625% on 
BA Step I of the index. This schedule appears as Appendix F of the Agree­
ment. 
The schedule effective beginning July 1,2007 shall be 1.625% on BA 
Step 1 of the index. This schedule appears as Appendix G of the Agreement. 
The schedule effective beginning February 1,2008 shall be 1.625% on 
BA Step I of the index. This schedule appears as Appendix H of the Agree­
ment. 
The schedule effective beginning July I, 2008 shall be 1.625% on BA 
Step I of the index. This schedule appears as Appendix I of the Agreement. 
The schedule effective beginning February I, 2009 shall be 1.625% on 
BA Step I of the index. This schedule appears as Appendix J of the Agree­
ment. 
The payment of the 2005 - 2006 salary increase shall be deferred, with 
I% payable in September, 2007 and I% payable in September 2008. Each 
deferred payment shall also include a supplementary payment of 5% of the 
1%. 
Teachers who were employed during the 2005 - 2006 school year and 
retire prior to the payment of the above-mentioned deferrals will have the 
payment of such deferrals accelerated. Teachers who retired prior to July I, 
2006 shall receive their retroactive 2005 - 2006 pay without any supple­
mentary payment as soon as possible following the ratification of this 
Agreement Teachers who retire during the 2006 - 2007 school year shall 
receive their deferred payment and supplementary payment no later than June 
30, 2007. Teachers who retire during the 2007 - 2008 school year shall re­
ceive their deferred payment and supplementary payment no later than June 
30,2008. 
Teachers who were employed during the 2005 - 2006 school year but 
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were not employed during the 2006 - 2007 school year shall have their de­
ferred payment paid as soon as possible following the ratification of this 
Agreement. Such payment shall not include a supplementary payment. 
Teachers who have reached Step 30 shall be paid a salary $1000 above 
Step 25 annually. 
2. Payment 
Salary payments are to be made twice a month on the fifteenth and thir­
tieth of each month except on those days when the fifteenth or thirtieth falls 
on a nonschool day; then payments are to be made on the day prior to the 
nonschool day. Teachers will have the choice of being paid on a ten (10) 
month or twelve (12) month basis. 
The District will provide for the direct deposit of pay checks for those 
teachers who elect it. 
3. Payment for Extra Curricular Activities 
Coaches shall be given the option of receiving payment of their salaries 
either at the end of the season, including playoffs, or installments through­
out the season, in three installments if coaching a Weber sport and in four 
installments if coaching a Schreiber sport. Coaches who wish to receive 
their salaries in installments must make the request in writing on a specified 
fonn provided by the District prior to the beginning of the season. Other­
wise, he/she shall be paid at the conclusion of the season. 
A teacher perfonning an extracurricular assignment other than sports 
shall be paid for this assignment throughout the year or the duration of the 
assignment on the same schedule as she/he has chosen to receive regular sal­
ary payments. 
4. Transfer to Higher Classification 
Transfer to higher salary classification will be made twice a year. The 
effective date of transfer to higher salary classification shall be the first day 
of the month following the award of an approved higher degree or the com­
pletion of approved additional credits. 
5. Increment Withholding 
The procedure for increment withholding shall be found in Appendix L. 
6. Extra Work 
Teachers requested by authorized administrative personnel to assume re­
sponsibilities consistent with their assignment on days other than when 
school is in session shall be compensated at a rate of 1/200th of their annual 
salaries. 
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7. Physical Education Classes 
During the two-week period prior to the close of each marking period, 
any physical education teacher who assumes additional responsibility for an 
extra teaching assignment will be compensated at the rate of 20% of 1/200th 
of that teacher's annual salary. 
K. TEACHER LOUNGE, DINING AND PREPARATION AREAS 
Each school shall have teachers' lounges furnished with attractive com­
fortable furniture. 
Each school shall continue to have a separate dining room for teachers 
where one currently exists. 
Such lounges and dining rooms, except in unusual circumstances, shall 
be reserved exclusively for the use of staff during the day. 
Teachers' dining rooms shall be equipped with fans or a ventilating sys­
tem. 
Teachers' lounges that are air-conditioned shall continue to be air-condi­
tioned. 
In each school where one currently exists, there shall continue to exist 
an area where teachers may prepare future lessons. The Board shall make 
available tables and chairs and provide adequate lighting. Duplicating equip­
ment shall be available for the teachers' use. 
Primary and standard electric typewriters shall be made available in the 
elementary schools for the use of the teachers. Standard electric typewriters 
shall be made available in the secondary schools for the use of the teachers. 
Computers and printers shall be made available in all schools for the use of 
the teachers. 
L. TEACHER REST ROOMS 
It shall be the policy of the District to provide adequate rest rooms for 
instructional personnel. Efforts will be made to correct any deficiencies that 
currently exist. 
M. TELEPHONES 
Each school shall have a public telephone available for use by the in­
structional personnel. School telephones shall be made available for school 
business. 
N. PARKING 
Every reasonable effort shall be made by the Board to provide adequate 
faculty parking. 
20 
VII. INSURANCE, HEALTH AND ANNUITY BENEFITS 
A.	 MEDICAL EXAMINATIONS 
The Board shall require all new instructional employees to submit evi­
dence of a pre-employment medical examination. 
The costs of medical examinations required by the Board shall be borne 
by the Board if the examination is by a physician approved by the Board. 
B.	 HEALTH INSURANCE 
The Board shall continue to participate in the New York. State Health 
Insurance Program. 
Effective July 1,2005, those covered under the individual plan will pay 
5% annually toward the cost of the health premiums. The Board will pay the 
remaining portion of the premiums. 
Effective September 1, 2006, those covered under the individual plan 
will pay 10% annually toward the cost of the health premiums. The Board 
will pay the remaining portion of the premiums. 
Effective July 1,2007, those covered under the individual plan will pay 
15% annually toward the cost of the health premiums. The Board will pay 
the remaining portion of the premiurns. 
Effective July 1,2008, those covered under the individual plan will pay 
20% annually toward the cost of the health premiums. The Board will pay 
the remaining portion of the premiums. 
The Board will pay 80% of the premium annually for those covered un­
der the dependent plan. 
The schedule of payment appears as Insert Appendix L. 
The Association and Administration agree to study and review health 
insurance programs. A change in participation may be made if there is mu­
tual agreement to such a change. 
C.	 HEALTH INSURANCE REBATE 
District employees who are currently enrolled in the District's health 
insurance program may elect to withdraw from or reduce coverage in the 
plan. Those who elect this option shall receive one half (1/2) of the savings 
to the District contingent upon the type of coverage held and provided that 
they do not change this option for a twelve (12) month period. Effective 
September 1, 2006, those who elect this option shall receive 37.5% of the 
savings to the District contingent upon the type of coverage held and pro­
vided that they do not change this option for a twelve (12) month period. 
Payments will be made at the end of the twelve (12) month period and will 
be made annually each twelve (12) months thereafter provided that the indi­
vidual and/or family remains uncovered under the District plan. 
Individuals must notify the District by December 15 if they wish to 
participate. New employees will initially be asked to indicate their desire to 
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enroll or not to enroll in the program prior to the offer of a rebate. Em­
ployees who are ineligible for family coverage and who subsequently be­
corne eligible (through acquisition of dependents) and elect family coverage 
would be entitled to the incentive if they subsequently elect to drop that 
coverage. Employees shall be eligible to reapply for coverage at any time 
subject to the requirements and conditions specified in the New York State 
Health Insurance Program, provided that in the case of an individual who re­
enters in less than twelve (12) months, no payments shall be made. 
D.	 DUAL HEALTH INSURANCE COVERAGE 
Teachers hired after August 8, 2006 shall not be eligible for health in­
surance provided by the District if they are eligible for health coverage under 
the plan of a spouse, provided that the spouse's coverage is substantially 
equivalent to the health insurance plan provided by the District for other 
members of the bargaining unit. Teachers who are ineligible for health in­
surance provided by the District will not be eligible for the rebate referred to 
in Section C. 
If the teacher's spouse is covered by the same New York State Health 
Insurance Program with the same enhancements or if the teacher's spouse is 
covered by a different "substantially equivalent" insurance plan, the District 
will pay the difference in the premium if the spouses's premium is higher. 
An Insurance Committee will be formed to determine whether or not 
plans are substantially equivalent. The Committee will consist of two Dis­
trict employees appointed by the Superintendent and two teachers appointed 
by the Association, with a non-District employee consultant with expertise 
in health insurance benefits serving on an as-needed basis. The consultant 
shall be chosen and paid for jointly by the District and the Association. A 
decision that a plan is substantially equivalent must be made by a majority 
vote. 
A teacher may enroll in the health insurance plan provided by the Dis­
trict when no longer eligible for coverage under the spouse's plan or if the 
spouse's plan is no longer substantially equiValent. Teachers will be able to 
enroll in the District provided New York State Health Insurance Program in 
sufficient time prior to retirement in accordance with eligibility requirements 
of the plan so as to be covered into retirement. 
E.	 BENEFIT TRUST 
The District will make the following contributions for each teacher to 
the Benefit Trust Fund: 
Effective July 1,2005, the figure shall be $1146.00. 
Effective July 1,2006, the figure shall be $1196.00. 
Effective July 1,2007, the figure shall be $1246.00. 
Effective July 1,2008, the figure shall be $1321.00. 
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F. PRE-TAX CONTRIBUTION PROGRAM 
The District will offer, on a voluntary basis, a Pre-tax Contribution 
Program authorized by IRS Section 125 whereby health and dental insurance 
premiums are deducted from employees' salaries and treated as a non-taxable 
item for the purpose of paying the employees' portion of the premium for 
group medical and dental insurance. 
As they become available, other premium options may be offered as 
mutually agreeable. 
G. NYSUT MEMBER BENEFITS 
The District agrees to provide payroll deductions for payment of NYSUT 
insurance premiums. 
H. UNITED STATES SAVINGS BONDS 
The District agrees to provide a payroll deduction for United States Sav­
ings Bonds for those teachers who elect it. 
I. ON-THE·JOB INJURY 
Where an instructional employee incurs an on-the-job injury resulting 
in medical treatments and absence from work, she/he shall be entitled to re­
ceive her/his regular salary and fringe benefits. Such absence, up to a limit 
of one school year, shall not be deducted from any sick leave to which such 
employee may be entitled under this agreement. 
Any benefits received in lieu of salary during this period of absence, up 
to the full amount of employee's regular salary, whether from Workers' 
Compensation or other sources not paid for by the employee, shall be paid 
to the District by said employee. 
J. PROTECTION OF TEACHERS 
The Board will cooperate with and render legal assistance to employees 
as provided in sections 3023 and 3028 and other applicable sections of the 
Education Law of the State of New York. 
Furthermore, the Board will reimburse teachers in any school year for 
damage to or destruction of clothing and personal effects normally worn to 
or brought into school, while on duty in the school, to the extent that such 
loss is not covered by insurance. 
The term "personal effects" as used above shall not include cash. The 
terms "damage" and "destruction" shall not cover the effects of normal wear 
and tear and use. 
The Board will reimburse teachers for damage done to automobiles on 
school property to a maximum of $250 per incident. Procedures for reim­
bursement shall be developed mutually by the Association and the District. 
The maximum amount payable to teachers under this provision by the Dis­
trict shall not exceed $2500 for a school year. 
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K. TAX SHELTERED ANNUITY PLANS 
There shaH be no limitation on the choice of tax shelters for teachers 
except as limited by the District's computer capabilities. The present limit 
of 25 choices will not be diminished. Changes in tax shelters may be made 
once in each semester. 
VIII. LEAVES 
A. SICK LEAVE 
1. Instructional personnel having served the District less than three (3) 
full years shall be eligible to receive thirty (30) days for absence for personal 
illness at the beginning of each school year; those having served more than 
three (3) years but less than ten (10) years shall be eligible to receive one 
hundred twenty (120) days for absence for personal illness at the beginning 
of each school year; and those having served the school district more than 
ten (10) years shall be eligible to receive two hundred (200) days for absence 
for personal illness at the beginning of each school year. 
Personnel employed after the start of the school year shall be eligible 
for sick [eave on a pro rata basis during their first year of employment. 
2. In those instances where an individual, having served the District for 
three (3) years or more, utilizes a portion of his/her sick leave allotment 
during the school year, days so utilized shall be deducted from the normal 
sick leave allotment delineated above for the individual in the subsequent 
school year. Where an individual has served the District more than three (3) 
but less than ten (10) years, shelhe shall be guaranteed a minimum of forty­
five (45) days for absence for personal illness in anyone year; where an in­
dividual has served the District more than ten (10) years, she/he shall be 
guaranteed a minimum of sixty (60) days for absence for personal illness in 
anyone year. 
3. For employees hired on or after July 1, 1982 sick leave shall be 
granted at the rate of fifteen (15) days per year in the first three (3) years and 
twenty (20) days per year thereafter cumulative to 200 days. 
Personal Leave and Leave for Family Illness shall be included in this 
accumulation at the rates specified in accordance with Sections B and C. 
Teachers hired on or after July 1, 1982 who have worked for the District 
for at least three years and who have exhausted their sick leave will be eligi­
ble for additional sick leave for an extended illness for a period of no more 
than 30 days. 
No teacher may benefit from this provision unless there has been verifi­
cation to the District's satisfaction of the serious nature and extent of the 
medical condition and review of the teacher's previous sick leave usage 
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which would assure no previous pattern of abuse of sick leave. 
4. Where required by the Administration, the employee will furnish a 
doctor's certificate in order to qualify for the above benefits and/or may be 
required to be examined by a doctor of the Board's choice. The cost of such 
required medical examinations shall be paid for by the employee's health 
insurance. However, any cost, such as the co-pay, incurred by the individual 
will be borne by the Board. In addition, if the Board-mandated medical exam­
ination results in the employee's insurance not covering the cost of a second 
opinion, the Board agrees to fully cover the cost. 
No newly employed instructional employee is entitled to sick leave 
benefits prior to having started to teach in the District and prior to having 
satisfactorily passed the pre-employment medical examination, including tu­
berculin test and chest X-ray. 
B. FAMILY LEAVE 
Leave with pay for absences due to illness in the immediate family 
shall be limited to ten (10) days per year. Absence for illness in the imme­
diate family shall be allowed only for those cases where the presence of the 
employee is required. 
Leave with pay for absences due to death in the immediate family shall 
be for five (5) days per year. 
Immediate family shall include only mother, father, sister, brother, 
spouse, mother-in-law, father-in-law, child, grandparent, or other legal de­
pendent 
c. PERSONAL LEAVE 
The Board recognizes that occasionally situations arise in which it is 
imperative for school personnel to be absent on business which is essential­
ly personal, e.g., medical examinations, closing title to home, moving day, 
appearance in court and other legal matters, Workers' Compensation hear­
ing, appearance at Internal Revenue Bureau, graduation of child, marriage, 
death of person other than immediate family, attending wedding of member 
of immediate family, and other occurrences which cannot be accomplished 
outside of school hours. If any employee feels that his/her personal business 
cannot be accomplished outside of school hours, he/she shall submit the re­
quest for such leave in writing to his/her principal prior, wherever possible, 
to the proposed time of absence. The principal, in turn, will refer the matter 
to the Superintendent. With the approval of the Superintendent, such ab­
sence on personal business for the time necessary will be allowed with full 
compensation. No more than three (3) such days will be compensated for in 
anyone school year. 
It is understood that no personal days are to be granted for the purpose 
of extending any school recess period or school holiday or for honeymoons. 
All other absences for personal business will be subject to deduction of 
one day of pay (defined as 1/200 of the employee's annual salary) for each 
25 
day of such absence. 
Absences for reasons other than for personal business will be granted at 
the discretion of the Superintendent and will be subject to a deduction of one 
day's pay (defined as 1/200 of the employee's annual salary) for each day of 
such absence. 
D. ATTENDANCE AT SUMMER INSTITUTES 
In those instances where instructional personnel have been accepted by 
or appointed to the staff of summer institutes in which they receive mone­
tary grants, when the beginning of a summer session precedes the nonnal 
closing date of the schools, consideration shall be given to requests concern­
ing early departure from school duties. In order to qualify for the above, the 
employee must have fulfilled all educational responsibilities as detennined 
by her/his principal. During his/her absence the amount of personal com­
pensation from the institute received for the period of absence, excluding 
traveling expenses, shall be deducted from the salary of said employee, after 
subtraction of such educational expenses as laboratories fees, cost of books 
and other necessary materials and registration fees, for which a receipt must 
be submitted. 
E. GENERAL LEAVES 
Leaves of absence without pay may be granted to regularly appointed 
teachers by the Superintendent, subject to the approval of the Board, for the 
following reasons: 
Child Care 
Restoration of Health 
Service as an officer in a state or national professional organization 
Teaching at an accredited school or college for the purpose of 
enriching the teacher's instructional skills. 
Assumption of political office 
Other legitimate reasons 
All long tenn leaves of absence are granted for a period of one school 
year or for the remainder of the school year if the leave of absence is request­
ed after September 1. Leaves of absence may be extended by the Superin­
tendent, subject to the approval of the Board, for one year at a time. Except 
for child care, the maximum number of leaves in any ten (10) year period 
shall not exceed 3 full school years plus any partial years. The maximum 
number of child care leaves in any ten (10) year period shall not exceed six 
(6) full school years plus any partial years. 
All the tenns for the granting of leaves of absence apply to the granting 
of a leave for child care except that such leave shall be granted for a period of 
up to three (3) years. Such child care leave will be granted upon request 
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to parents of children under the age of six (6). 
All individuals on leave shall return at the beginning of the school year 
unless there is an opening during the school year in the individual's tenure 
area. Teachers wishing to return before the end of the year must notify the 
Personnel Office in writing and will be given positions in their tenure area 
based upon seniority. Notification to the Personnel Office must be made by 
September 30 for individuals wishing to return during either the first or the 
first and second semester and by January 15 for individuals wishing to return 
during the second semester. 
Application for a long term leave of absence must be made no later than 
three (3) weeks prior to the leave if granted during the school year. Teachers 
on leave must notify the District in writing by April 1 of their intentions to 
return or not return from a leave of absence. In the first year of a child care 
leave notification to return or not return shall be no later than May 1. The 
applicant for a leave of absence must indicate a clear intention to return to 
service in the District. 
Individuals who wish to take an unpaid leave of absence for child care 
purposes shall request such a leave no later than three (3) weeks prior to the 
intended date of the commencement of the leave. 
F. ALL LEAVES 
Where possible, persons on leaves will be assigned their former posi­
tion and school. If this is not possible, they will be assigned to a compar­
able position within the District. 
IX. CHAIRPERSONS 
A. SALARY 
High school chairpersons will be paid according to the following sched­
ule, based upon the MA plus 30, Step 25 of the current salary schedule: 
19 plus people, including chairperson, .065 of MA plus 30, step 25 
15 plus people, including chairperson, .060 of MA plus 30, step 25 
11 - 14 people, including chairperson, .055 of MA plus 30, step 25 
7 - 10 people, including chairperson, .050 of MA plus 30, step 25 
4 - 6 people, including chairperson, 0 .045 of MA plus 30, step 25 
Special Area Coordinator, .045 of MA plus 30, step 25 
Middle school chairpersons will be paid according to the following 
schedule, based upon MA plus 30, Step 25 of the current salary schedule: 
7 - 10 people, including chairperson, 1.40*.050 of MA plus 30, step 25 
4 - 6 people, including chairperson, 1.20*.045 of MA plus 30, step 25 
Special Area Coordinator, 1.20*.045 of MA plus 30, step 25 
27 
In those departments of 3 or under, a representative from each of these 
departments will be included in all department meetings. 
B.	 CHAIRPERSONS' TEACHING LOAD 
An high school chairpersons shall teach at least the equivalent of two 
(2) classes. So that she/he may fully perform the duties and responsibilities 
that are herslhis as head of a department, the chairperson shall be relieved of 
teaching responsibilities in accordance with the number of teachers that are 
in herlhis department. If a teacher is shared between two (2) or more depart­
ments, the chairperson who is assigned to evaluate the teacher will be credit­
ed with that teacher for the purpose of determining teaching load. The shared 
teacher shall be counted in each department for the purpose of computing the 
chairperson's salaries. 
1. 12 or more teachers in department, including the chairperson, 3 
classes fewer than a fun load. 
2. 7-11 teachers in department, including the chairperson, 2 classes 
fewer than a fun load. 
3. 4-6 teachers in department, including the chairperson, 1 class fewer 
than a fun load. 
4. Special Area Department Coordinator, 1 class fewer than a fun load. 
Department chairpersons shall be relieved of building duty. 
C.	 ACTING CHAIRPERSON FOR CHAIRPERSON ON LEAVE 
An acting department chairperson shall be selected to replace a chairper­
son on leave, in accordance with pertinent provisions of this contract. 
X.	 OTHER PERSONNEL 
In order to accomplish the objective of utilizing teacher time effectively 
and efficiently, the District, at its discretion, provides paraprofessionals in 
the form of educational assistants and teacher assistants. 
A joint committee of administrators and teachers shall continue to study 
the present utilization of paraprofessionals within the District and make rec­
ommendations to the Superintendent with regard to their present and future 
deployment. 
A.	 EDUCATIONAL ASSISTANTS 
A committee of three (3) teachers in each building, selected by their fel­
low teachers, and the building principal shall be responsible for the orienta­
tion, utilization, supervision and evaluation of building educational assis­
tants. These responsibilities include interviewing prospective candidates, 
assigning duties, planning schedules, evaluating building utilization of edu­
cational assistants and making recommendations as to their future employ­
ment. The principal shall retain final authority in all of the above matters. 
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The committee shall meet no later than the last week of September and 
at other times requested by and mutually convenient to the building princi­
pal and the chairperson. 
B. TEACHER ASSISTANTS 
The principal will discuss with the educational assistant committee 
plans for the utilization of teacher assistants in the building. Normally the 
utilization of teacher assistants in any school program is for the entire 
school year. 
C. ALL PARAPROFESSIONALS 
No teacher shall be compelled to utilize the services of a paraprofes­
sional. However, this shall not apply to those assigned to students by the 
Committee on Special Education. 
A teacher who is to utilize a paraprofessional will interview final can­
didate (s) for the position and make recommendations to the principal regard­
ing the filling of the position. The teacher will be involved in the annual re­
evaluation of the paraprofessional. The principal shall retain final authority 
in all of the above matters. 
D. STUDENT TEACHERS 
Where an instructional employee agrees to be a cooperating teacher, 
he/she: 
1. shall receive a copy of the college regulations regarding the student 
teaching experience. 
2. shall receive complete vitae of student teacher candidates before in­
terviewing is arranged. 
3. shall, prior to selection, interview, accept or reject candidates. 
4. shall be able at any time to terminate the student teacher experience. 
A student teacher will not be used as a substitute teacher, nor will 
she/he carry out other instructional duties without being under the super­
vision of the cooperating teacher. 
XI. TAYLOR LAW 204-8 NOTICE 
IT IS AGREED BY AND BEfWEEN THE PARTIES THAT ANY 
PROVISIONS OF THIS AGREEMENT REQUIRING LEGISLATIVE 
ACTION TO PERMIT ITS IMPLEMENTATION BY AMENDMENT OF 
LAW OR BY PROVIDING THE ADDITIONAL RJNDS THEREFORE, 
SHALL NOT BECOME EFFECTIVE UNTIL THE APPROPRIATE LEG­
ISLATIVE BODY HAS GIVEN APPROVAL. 
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XII. MEMORANDUM OF UNDERSTANDING 
It is recognized by both parties to this Agreement that the exclusion of 
provisions in this Agreement which may pertain to matters concerned with 
terms and conditions of employment, shall not prejudice the rights or fore­
close either party to subsequently bargain in good faith on these or other 
bargainable matters when the contract shall properly be open for negotia­
tions. 
The Statement of Purpose is not intended to be used either to expand 
upon or detract from the specific terms and conditions of employment set 
forth within the contract. 
XIII. SEVERABILITY 
In the event that any provision of this Agreement is or shall at any 
time be contrary to law or the regulations of the Commissioner of Educa­
tion, all other provisions of this Agreement shall continue in effect. 
XIV. LENGTH OF AGREEMENT 
This Agreement shall be effective as of July 1,2005 and shall continue 
in full force and effect until June 30, 2009. 
This contract may be amended by the mutual consent and agreement of 
the Board and the Association. Either party desiring amendment during the 
term of this Agreement shall notify the second party at least thirty (30) days 
prior to the date of the requested amendment, and the second party shall sig­
nify his willingness or refusal to consider the proposed amendment within 
fifteen (15) days of such notification. 
XV. MISCELLANEOUS SALARIES 
1 unit equals 5% of BA, Step l. 
Effective 2006 - 2007, for the purposes of this computation, BA Step I 
shall be considered $49,418 ($49,019 + $49,816) /2 
Effective 2007 - 2008, for the purposes of this computation, BA Step 1 
shall be considered $51,038 ($50,626 + $51,449) /2 
Effective 2008 - 2009, for the purposes of this computation, BA Step 1 
shall be considered $52,710 ($52,285 + $53,135) /2 
Level Leaders 15 units .5 unit per level 
2005-06 2006-07 2007-08 2008-09 
Academic Intervention 67.00 70.00 72.00 74.00 
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Adult and Continuing Education, per hour 
41.00 43.00 44.00 45.00 
Driver Education Teacher 
41.00 52.00 54.00 56.00 
Computer Teacher 63.00 66.00 68.00 70.00 
After School Detention 50.00 53.00 55.00 57.00 
After School Homework Assistance, per hour 
67.00 70.00 72.00 74.00 
A.M.lP.M. Supervision, Weber, per hour 
46.00 48.00 49.00 
30 minutes before school, 30 minutes after school 
50.00 
Coordination 
Athletics, Middle School 
7092.00 7447.00 7670.00 7900.00 
Art 10,000.00 10,500.00 10,815.00 11,139.00 
Music 10,000.00 10,500.00 10,815.00 11,139.00 
Chaperoning/Supervision, non-sport, per hour 
32.00 34.00 35.00 36.00 
Equipment Supervisor 
9402.00 9872.00 10,168.00 10,473.00 
ESL Bilingual Outreach, per hour 
66.00 69.00 71.00 73.00 
Figure Drawing, evening, per hour 
67.00 70.00 72.00 74.00 
Home Instruction, per hour 
60.00 63.00 65.00 67.00 
Industrial Arts equipment repair, per hour 
32.00 34.00 35.00 36.00 
In Service Course, per two hour session 
Coordination 83.00 87.00 
Teacher 105.00 110.00 
90.00 
113.00 
93.00 
116.00 
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Lead Teacher 3968.00 4166.00 4291.00 4420.00 
Mentors 1500.00 1500.00 1545.00 1591.00 
Printing, per hour 32.00 34.00 35.00 36.00 
SAT Sessions 85.00 89.00 92.00 95.00 
School sponsored trips, per day, for weekends,
 
overnight, and holidays 229.00 240.00 247.00 254.00
 
Sports Supervision, per hour (minimum of three hours) 
Monday - Thursday 23.00 24.00 25.00 26.00 
Friday 28.00 29.00 30.00 31.00 
Weekends, holidays, vacations 
32.00 34.00 35.00 36.00 
Summer School, four weeks, three hours per day 
3753.00 3941.00 4059.00 4181.00 
Includes 2 days sick leave 
Summer Vacation Camps, per hour 
41.00 43.00 44.00 45.00 
Technical Support, Computer, per hour 
42.00 44.00 45.00 46.00 
WIN Program, Weber, per hour 
67.00 70.00 72.00 74.00 
Workshops 
Full day 227.00 238.00 245.00 252.00 
Part day, per hour 38.00 40.00 41.00 42.00 
Teacher, full day 316.00 332.00 342.00 352.00 
Teacher, per hour 53.00 56.00 58.00 60.00 
Driver Education, per hour 
Coordination 32.00 34.00 35.00 36.00 
Teacher 64.00 67.00 69.00 71.00 
Summer driver education teachers with 4 - 6 years of experience in the 
position will each receive an additional $100. Summer driver education 
teachers with 7 or more years experience in the position will each receive an 
additional $200. 
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APPENDIX A 
GRIEVANCE PROCEDURE 
ARTICLE I - POLICY 
In order to provide the best possible educational climate and program 
for the Port Washington School District, and to establish harmonious and 
effective relationships among those working toward this goal, the purpose 
of these grievance procedures is to resolve satisfactorily group or individual 
differences which would tend to unsettle or undermine the effective function­
ing of the school system. All instructional personnel of the Port Washing­
ton School District are guaranteed the right to be heard and to present their 
grievances in accordance with this plan with freedom from coercion, dis­
crimination, interference, or reprisal. Decisions shall be rendered judiciously 
and promptly. 
ARTICLE II - DEFINITIONS 
1. A grievance shall mean a complaint by an instructional employee that 
(1) there has been as to her/him a violation, misinterpretation or inequitable 
application of any of the provisions of this Agreement or (2) that she/he has 
been treated unfairly or inequitably by reason of any act or condition which 
is contrary to established Board policy or is contrary to established practice 
governing of affecting employees, except that the term "grievance" shall not 
apply to any matter as to which (1) method of review is prescribed by law, 
or by any rule or regulation of the State Commissioner of Education having 
the force and effect of law, or (2) the Board of Education is without authority 
to act. When a grievance involves an act or condition which affects the As­
sociation rather than an individual or group of individuals, the Association 
may grieve directly at Step 2. 
2. The term established practice shall mean a common practice of the 
school system as determined by the Superintendent of Schools. 
3. The term instructional employee applies to any employee covered by 
this agreement or to any group of instructional employees having the same 
grievance. 
4. Board shall mean the Board of Education, U.F.S.D., Port Washington, 
New York. 
5. Association shall mean the Port Washington Teachers Association. 
6. Aggrieved party shall mean any instructional employee filing a grievance. 
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7. The term days shall mean working school days. 
8. Superintendent shall mean the Superintendent of Schools or hislher 
duly authorized representative. 
ARTICLE III - PROCEDURAL STAGES 
STEP 1 BUILDING LEVEL 
A. An instructional employee having a grievance shall discuss it with 
her/his building principal or immediate supervisor with the objective of re­
solving the matter informally. The aggrieved party may appear alone or 
he/she may be represented by the Association or by an individual of his/her 
choice at any and all steps of the grievance process. 
The presentation of such a grievance shall take place within thirty 
(30) days following the act or condition which is the basis of the grievance. 
The aggrieved party and the building principal or the immediate su­
pervisor, within five (5) days of presentation of the grievance, shall confer 
on the grievance with a view to arriving at a mutually satisfactory resolu­
tion of the grievance. 
The building principal or the immediate supervisor shall communi­
cate herlhis decision regarding the grievance to the aggrieved party within 
seven (7) days after the conference. 
B. If the grievance is not resolved informally, it shall be reduced to 
writing on the proper form and presented to the building principal or the im­
mediate supervisor within seven (7) days of receipt of the informal decision. 
Within seven (7) days after the written grievance is presented to himlher, the 
building principal or the immediate supervisor shall render a decision there­
on in writing, a copy of which shall be sent to the aggrieved party, the As­
sociation President and the Superintendent. 
C. If the building principal or the immediate supervisor believes that 
shelhe has no jurisdiction in the matter, she/he shall confer with the Super­
intendent. If the Superintendent agrees that the principal or immediate super­
visor has no jurisdiction in the matter, Step 2 of this Grievance Procedure 
shall immediately be initiated. 
STEP 2 SUPERINTENDENT LEVEL 
If the grievance is not resolved at the Building Level, the aggrieved par­
ty may appeal to the Superintendent within seven (7) days after the instruc­
tional employee has received the decision of the building principal or the 
immediate supervisor. The appeal shall be in writing and shall set forth spe­
cifically the act or condition and the grounds on which the grievance is 
based. It shall also state the name of the aggrieved party's representative, if 
any. 
Within ten (10) days of the receipt of the appeal, the Superintendent 
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shall meet and confer with the aggrieved party on the grievance with a view 
to arriving at a mutually satisfactory resolution of the grievance. The ag­
grieved party and his/her representative, if any, shall be given at least five 
(5) days notice of the conference and an opportunity to participate. The ag­
grieved party may appear alone or may be represented by the Association or 
by an individual of her/his choice. The aggrieved party shall be present at 
the conference, except that he/she need not attend where it is mutually agreed 
that no facts are in dispute and that the sole question before the Superintend­
ent is one of interpretation of a provision of this Agreement, or of what is 
established policy or practice. 
Notice of the Conference shall also be given to the building principal or 
the immediate supervisor who rendered the decision at Step 1. The building 
principal or the immediate supervisor may be present at the conference and 
state her/his views. 
Where the aggrieved party is not represented by the Association at this 
step, the Superintendent shall furnish the Association President with a copy 
of the appeal from Step I, together with notice of the date of the conference. 
In such cases, an Association representative may be present to state the 
views of the Association concerning the grievance. 
The Superintendent of Schools or her/his duly authorized representative 
shall communicate her/his decision in writing, together with the supporting 
reasons, to the aggrieved party, her/his representative, and the Association 
President, within ten (10) days of the conference. The building principal or 
the immediate supervisor who rendered the decision at Step 1 shall also re­
ceive a copy of the decision. 
STEP 3 ARBITRATION 
A grievance dispute which was not resolved at Step 2 under the 
grievance procedure may be submitted by the aggrieved party to an arbitrator 
for a binding ruling if it involves the application or interpretation of this 
Agreement. The arbitrator shall have the power only to interpret what the 
parties to the Agreement intended by the specific c1ause(s) in the Agreement 
which is/are at issue. The arbitrator shall have the power to make an award 
if the grievance is sustained. 
A grievance dispute arising under established policy and practice may be 
submitted to arbitration for the sole purpose of obtaining an advisory deter­
mination as to whether policy or practice was disregarded or applied in so 
discriminatory, arbitrary or capricious a manner as to constitute an abuse of 
discretion. 
It is further understood that the arbitrator shall have no power to add to, 
subtract from, modify or amend any of the provisions of this Agreement, or 
to issue any award limiting or interfering with the operation of any applica­
ble provision of law or rule or regulation having the force and effect of law, 
or inconsistent with or contrary to any such provision of law. 
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The aggrieved party may proceed personally or through the Association 
or any other representative of his/her choice. Where the aggrieved party is 
not represented by the Association, the Association may submit its views to 
the arbitrator. 
The proceeding may be initiated by filing with the Superintendent and 
the American Arbitration Association a notice of arbitration on a form pro­
vided by the AAA. The notice shall be filed within ten (10) days after receipt 
of the decision of the Superintendent under the Grievance Procedure. 
The American Arbitration Association shall appoint an arbitrator to be 
designated by mutual agreement of the parties. If the parties cannot agree af­
ter exhausting several lists provided by the American Arbitration Associa­
tion, that organization will assign an arbitrator to hear the case in question. 
The voluntary labor arbitration rules of the American Arbitration Asso­
ciation shall apply to the proceeding insofar as they relate to the hearings 
and fees and expenses. 
The arbitrator shall issue her/his decision not later than thirty (30) days 
from the date of the closing of the hearings, or, if oral hearings have been 
waived, then from the date of transmitting the final statements and proofs to 
the arbitrator. The decision shall be in writing and shall set forth the arbitra­
tor's opinion, conclusions, and awards, if any, as to the issues submitted. 
The decision of the arbitrator, if made in accordance with his/her juris­
diction and authority under this Agreement, will be accepted as binding by 
the parties to the dispute when it involves application or interpretation of 
the Agreement. Likewise, the decision will be accepted as advisory when it 
involves established policy and practice. 
The arbitrator's fee will be shared equally by the Association and the 
Board except in those cases where the aggrieved party wishes to continue 
with the grievance and the Association does not, in which case the fee shall 
be shared by the aggrieved party and the Board. 
The Association agrees that it will not bring or continue, and that it 
will not represent any employee in, any grievance which is substantially 
similar to a grievance denied by the previous decision of an arbitrator. 
The District agrees that a decision by an arbitrator will be applied to all 
instructional employees in similar situations. 
Within thirty (30) days of receipt of the advisory decision of an arbitra­
tor, the Superintendent shall communicate her/his final decision in writing, 
together with supporting reasons, to the aggrieved party and her/his repre­
sentative, the Association President, and the building principal or the imme­
diate supervisor. 
If the Superintendent fails to act upon the advisory decision of the arbi­
trator, the arbitrator's decision shall become final. 
37 
ARTICLE IV - GENERAL PRINCIPLES
 
1. Nothing contained in this Grievance Procedure shall preclude the Asso­
ciation from initiating a grievance or pursuing resolution of a grievance 
through all procedural stages of the Grievance Procedure. The Association 
shall not be permitted to institute a grievance unless the aggrieved party 
consents thereto. However, the Association may continue to pursue a 
grievance even though the aggrieved party withdraws from the proceedings. 
2. Failure at any step of this procedure to communicate the decision of a 
grievance within the specified time limits shall permit the lodging of an ap­
peal at the next step of the procedure within the time which would have 
been allotted had the decision been communicated by the final day. 
3. If a decision at one step is not appealed to the next step of the procedure 
within the time limit specified, the grievance will be deemed to be discon­
tinued and further appeal under this Agreement shall be barred. However, if 
there is an unavoidable delay at any step, either party shall advise the other 
party of the reason for the delay and additional necessary time shall be rec­
ognized. 
4. Nothing contained in this Agreement shall be construed to prevent an in­
structional employee or the Association from presenting and processing a 
grievance through the procedures provided. 
5. Every instructional employee and the Association has the right to pres­
ent the grievances in accordance with these procedures. 
6. The instructional employee, the Association and the Superintendent have 
the right at Step 2 and 3 to be represented by legal counsel. 
7. The Board and the Association agree to facilitate any investigation which 
may be required and to make available any and all material and relevant 
documents, communications and records concerning the alleged grievance. 
8. No interference, coercion, restraint, discrimination or reprisal of any kind 
will be taken by the Board, the Administration, or any of the representatives 
of the Board or the Administration, or the Administration against the ag­
grieved party, the Association, or any other participant in the grievance pro­
cedure. 
9. All grievances shall include the name and position of the aggrieved par­
ty, where applicable, the identity of the provisions of the Agreement in­
volved in the said grievance, the time and the place where the alleged events 
or conditions constituting the grievance existed, the identity of the party re­
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sponsible for causing the said events or conditions, if known to the ag­
grieved party, and a general statement of the nature of the grievance and re­
dress sought by the aggrieved party. 
10. Except for informal decisions in Step IA, all decisions shall be rendered 
in writing at each step of the Grievance Procedure, setting forth findings of 
fact, conclusions and supporting reasons. Each decision shall be promptly 
transmitted to the instructional employee, his/her representative, the Asso­
ciation President, the building principal or the immediate supervisor, and the 
Superintendent. 
II. AIl documents, communications and records dealing with the process­
ing of a grievance shall be entered into a master grievance file. The Superin­
tendent shaIl be responsible for maintaining such a file. 
12. Forms for filing grievances, serving notices, taking appeals and making 
reports and recommendations, and other necessary documents will be jointly 
developed by the Superintendent and the Association. The Superintendent 
shall have such forms duplicated and distributed so as to facilitate operation 
of the grievance procedure. 
13. Nothing contained herein will be construed as limiting the right of any 
instructional employee having a grievance, or the Association to discuss the 
matter informally with any appropriate member of the administration and 
having the grievance informalIy adjusted, provided the adjustment is not in­
consistent with the terms of this Agreement. In the event that any grievance 
is adjusted without formal determination, pursuant to this procedure, such 
adjustment shall be binding upon the aggrieved party and shall, in all re­
spects, be final. 
14. If any provision of the Grievance Procedure or any application thereof 
to any instructional employee or group of instructional employees in the 
negotiating unit shalI be finally determined by any court to be contrary to 
law, then such provision or application shall not be deemed valid and sub­
sisting except to the extent permitted by law, but alI other provisions or ap­
plications will continue in fulI force and effect. 
15. AlI grievances shall be processed as quickly as possible, and every at­
tempt shalI be made to exhaust all steps before the end of the school year. 
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APPENDIX B 
EVALUATION COMMITTEE
 
PROCEDURES AND REQUIREMENTS FOR
 
ADVANCED STATUS PROGRAM
 
PREFACE 
The responsibility entrusted to the Evaluation Committee by the Su­
perintendent and Board and the Association includes: 
1. Reviewing proposed plans of members of the professional staff who 
wish to attain the BA plus 30, BA plus 60, MA plus 30, or MA plus 60 
salary status. It is understood that the Central Administration has the re­
sponsibility of determining the initial salary status of new employees sub­
ject to the provisions of the P.W.T.A.-Board Agreement. No more than 1/2 
of the credits applicable to salary steps beyond the BA and MA shall be in­
service credits. In addition, a minimum of six (6) university credits must 
have been given a university and not by a third party for a university. 
2. Serving as a clearinghouse to recommend to the Superintendent and 
the Board of Education applications for the BA plus 30, BA plus 60, MA 
plus 15, MA plus 30, MA plus 45, and MA plus 60 status. 
3. Establishing the necessary rules and procedures for the conduct of its 
business. 
It is hoped that a properly planned program will be maintained that will 
assist the professional staff in the development of skills and improvement of 
instruction for the children in the Port Washington School District. 
BA PLUS 30 • BA PLUS 60 
I. The candidate should submit a statement explaining the proposed 
course of study for each 30 credits. This statement should be included on the 
Program Planning Form. 
II. A candidate may include a maximum of 15 in-service credits for 
BA+30. A candidate may include an additional maximum of 15 in-service 
credits for BA+60. In addition, a minimum of six (6) university credits must 
have been given by a university and not by a third party for a university. 
III. The credits which are applied to each upgrading must have been 
completed within a ten year period. 
IV. Upon completion of the approved program a candidate will submit 
the completed Program Completion Form to the Evaluation Committee for 
recommendation for salary upgrading. Transfer to higher salary classification 
will be presented for approval at two School Board meetings each year. Sal­
ary upgradings will be granted as of the first of the month following com­
pletion of all requirements. Retroactive credit for upgradings will be granted 
within a year of the completion of all requirements for the upgrading. 
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MA PLUS 15 • MA PLUS 30
 
I. REQUIREMENTS 
Teachers are expected to concentrate their studies in their area of special­
ization and/or in fields that will enhance their professional growth. 
II. PROCEDURE 
The candidate should: 
A. Discuss with the principal the proposed plan of study. The principal 
may make recommendations and suggest changes. 
B. The candidate should submit a statement explaining the proposed 
course of study. This statement should be included on the Program Planning 
Form. If a candidate plans a major change in the course of study, he/she 
should discuss the change with the principal and submit a new statement. 
C. Upon completion of the approved program, a candidate will submit 
the completed Program Completion Form to the Evaluation Committee for 
recommendation for salary upgrading. Transfer to higher salary classification 
will be presented for approval at two School Board meeting each year. Sal­
ary upgradings will be granted as of the first of the month following com­
pletion of all requirements. Retroactive credit for upgradings will be granted 
within a year of the completion of all requirements for the upgrading. 
D. Application for salary upgrading may be made to the Evaluation 
Committee on the completion of 15 credits beyond the MA. Within the first 
15 credits, 8 must be university credits. Within the 30 credits, 15 must be 
university credits. In addition, a minimum of 6 such credits must have been 
given by a university and not by a third party for a university. 
E. A ten-year period is allowed for completion of the MA+30. 
MA PLUS 45 • MA PLUS 60 
I. REQUIREMENTS 
Teachers are expected to concentrate their studies in their area of special­
ization and/or in fields that will enhance their professional growth. 
II. PROCEDURE 
The candidate should: 
A. Discuss with the principal the proposed plan of study. The principal 
may make recommendations and suggest changes. 
B. The candidate should submit a statement explaining the proposed 
course of study. This statement should be included on the Program Planning 
Form. If a candidate plans a major change in the course of study, she/he 
should discuss this change with the principal and submit a new statement. 
C. Upon completion of the approved program, a candidate will submit 
the completed Program Completion Form to the Evaluation Committee for 
recommendation for salary upgrading. Transfer to higher salary classification 
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I 
will be presented for approval at two School Board meeting each year. Sal­
ary upgradings will be granted as of the first of the month following com­
pletion of all requirements. Retroactive credit for upgradings will be granted 
within a year of the completion of all requirements for the upgrading. 
D. Application for salary upgrading may be made to the Evaluation 
Committee on the completion of 15 credits beyond the MA+30. Within the 
first 15 credits, 8 must be university credits. Within the 30 credits, 15 must 
be university credits. In addition, a minimum of 6 such credits must have 
been given by a university and not by a third party for a university. 
E. A ten-year period is allowed for completion of the MA+60. 
REGULATIONS 
UNIVERSITY CREDITS 
A. Graduate Credits 
Prior notice must be provided to the Superintendent for all graduate 
courses. A graduate course taken at an accredited college or university will 
receive the same credit shown on the university transcript. Online graduate 
credits from an accredited college or university will receive the same credit as 
other graduate courses. Online courses are subject to the approval of the 
Evaluation Committee and the Superintendent of Schools. 
Graduate credits earned which are not part of the candidate's Master's de­
gree program may be applied to the future up-gradings. 
The only graduate courses given by third parties (Le., other than by the 
university itself) which may be applied toward upgrading are those offered 
through the NYsur Education and Learning Trust and approved by the 
Evaluation Committee and Superintendent of Schools. No credits shall be 
granted for graduate courses of a correspondence nature. 
B. Undergraduate Credits 
Beginning February I, 1970, approved undergraduate courses may be 
applied beyond the Master's level under the following conditions: 
1. All courses must be taken at an accredited college or university. 
2. A prior application form, submitted to the Evaluation Committee 
for approval, is to include 
a. A summary of the content of the course to be taken. 
b. Its relevance to the applicant's teaching situation. 
3. A grade of B or better must be attained. A passing grade below B 
will make a course eligible for in-service credit. In such cases the course 
will receive the same credits shown on the university transcript. 
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II. IN-SERVICE CREDITS 
A. All professional members of the staff are eligible to receive credits 
for in-service courses that will enhance their overall performance. Personnel 
on leave may participate in the in-service program. 
B. Credits earned prior to the granting of the MA may be applied to­
ward the next upgrading. 
C. One credit will be given for each fifteen hours of attendance and ap­
proved work in in-service courses offered by the District. Prior approval is 
not required for registration in District in-service courses 
D. A maximum of one absence is allowed in a one credit course, two 
absences in two and three credit courses. If there are additional absences these 
may be made up with the consent of the instructor if the course structure so 
permits. 
E. Certificates of credit for in-service courses will be issued in du­
plicate. One copy of the certificate will be placed in the individual's record 
file in the District Personnel Office; the second copy is for the registrant's 
personal file. 
III. STUDENT TEACHER SUPERVISION 
Candidates seeking credit for the supervision of a student or cadet teach­
er should obtain a certificate of credit from the college sponsoring the stud­
ent. If such a form is not available, the candidate may offer a statement from 
his/her principal, with dates and hours the student teacher was under hislher 
supervision. One credit is granted for each 200 hours of supervision. Certifi­
cates of credit for Student Teacher Supervision will be placed in the individ­
ual's record file in the District Personnel Office; the second copy is for the 
registrant's personal file. A maximum of 2 credits may be applied to each 30 
credits of upgrading. 
IV. PRIOR APPROVAL 
Candidates must receive prior approval from the Evaluation Committee 
when seeking credit in the following instances: out-of-District in-service 
courses, other than those given by BOCES; online graduate courses; courses 
offered through the NYsur Education and Learning Trust; attendance at 
workshops; conferences; symposia; and unusual courses. Prior approval 
forms are provided for this purpose. Wherever possible these forms should 
be submitted to the building Evaluation Committee representative at least 
two (2) days prior to the scheduled meeting date. 
The Evaluation Committee will review all such requests for out-of-Dis­
trict in-service courses, etc., and will determine the appropriate credit based 
upon comparability with District in-service courses. In the case of out-of­
District in-service courses and undergraduate courses, both the Evaluation 
Committee chairperson and the Administrative advisor must approve the 
granting of credit. In the case of online graduate courses and courses offered 
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through the NYSUT Education and Learning Trust, both the Evaluation 
Committee chairperson and the Superintendent must approve the granting of 
credit 
V. RESPONSIBILITY OF CANDIDATE 
It is the responsibility of the candidate to determine that all official col­
lege transcripts, in-service certificates, and records of other experiences are 
on file in the District Personnel Office before the candidate submits the 
completed Program Completion Form to the Evaluation Committee. 
VI. APPROVAL OF PLACEMENT 
Application for advanced status, if approved by the Evaluation Com­
mittee, is recommended to the Superintendent and the Board. Final approval 
for placement on advanced status rests with the Board. 
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APPENDIX C 
INDEX SYSTEM SALARY SCHEDULE Effective July 1, 1991 
.stm 58 ~ ~ MA MA±.l..5. MA±.3..Q. MA+45 MA±.2..Q. DOC 
1 1.00 1.00+300 1.00+600 1.12 1.17 1.22 1.27 1.32 1.42 
2 1.06 1.06+300 1.06+600 1.18 1.23 1.28 1.33 1.38 1.48 
3 1.12 1.12+300 1.12+600 1.24 1.29 1.34 1.39 1.44 1.54 
4 1.18 1.18+300 1.18+600 1.30 1.35 1.40 1.45 1.50 1.60 
5 1.24 1.24+300 1.24+600 1.36 1.41 1.46 1.51 1.56 1.66 
6 1.24+250 1.24+550 1.24+850 1.42 1.47 1.52 1.57 1.62 1.72 
7 1.24+500 1.24+800 1.24+1100 1.48 1.53 1.58 1.63 1.68 1.78 
8 1.24+750 1.24+1050 1.24+1350 1.54 1.59 1.64 1.69 1.74 1.84 
9 1.24+1000 1.24+1300 1.24+1600 1.59 1.645 1.70 1.75 1.80 1.90 
10 1.24+1250 1.24+1550 1.24+1850 1.64 1.70 1.76 1.81 1.86 1.96 
1 1 1.24+1500 1.24+1800 1.24+2100 1.69 1.755 1.82 1.87 1.92 2.02 
12 1.24+1500 1.24+1800 1.24+2100 1.74 1.805 1.87 1.925 1.98 2.08 
13 1.24+1500 1.24+1800 1.24+2100 1.79 1.855 1.92 1.98 2.04 2.14 
14 1.24+1500 1.24+1800 1.24+2100 1.84 1.905 1.97 2.03 2.09 2.19 
15 1.24+1500 1.24+1800 1.24+2100 1.89 1.955 2.02 2.08 2.14 2.24 
20 1.24+1600 1.24+1900 1.24+2200 1.94 2.005 2.07 2.13 2.19 2.29 
25 1.25+1700 1.25+2000 1.25+2300 2.00 2.065 2.13 2.19 2.25 2.35 
APPENDIX D 
SALARY SCHEDULE, 2005 . 2006 
~1lA e..A±ll 1lA.±...6..Q.* .M.A. MA+15MA+30 MA+45 MA+60 Q..QJ;. 
1 48,235 48,535 48,835 54,023 56,435 58,846 61,258 63,670 68,493 
2 51,129 51,429 51,729 56,917 59,329 61,741 64,152 66,564 71,387 
3 54,023 54,323 54,623 59,811 62,223 64,635 67,046 69,458 74,282 
4 56,917 57,217 57,517 62,705 65,117 67,529 69,940 72,352 77,176 
5 59,811 60,111 60,411 65,599 68,011 70,423 72,835 75,246 80,070 
6 60,061 60,361 60,661 68,493 70,905 73,317 75,729 78,140 82,964 
7 60,311 60,611 60,911 71,387 73,799 76,211 78,623 81,034 85,858 
8 60,561 60,861 61,161 74,282 76,693 79,105 81,517 83,929 88,752 
9 60,811 61,111 61,411 76,693 79,346 81,999 84,411 86,823 91,646 
10 61,061 61,361 61,661 79,105 81,999 84,893 87,305 89,717 94,540 
11 61,311 61,611 61,911 81,517 84,652 87,787 90,199 92,611 97,434 
12 61,311 61,611 61,911 83,929 87,064 90,199 92,852 95,505 100,328 
13 61,311 61,611 61,911 86,340 89,476 92,611 95,505 98,399 103,222 
14 61,311 61,611 61,911 88,752 91,887 95,023 97,917 100,811 105,634 
15 61,311 61,611 61,911 91,164 94,299 97,434 100,328 103,222 108,046 
20 61,411 61,711 62,011 93,575 96,711 99,846 102,740 105,634 110,458 
25 61,993 62,293 62,593 96,470 99,605 102,740 105,634 108,528 113,352 
* BA+60 is applicable only to instructional employees hired prior to July I, 1991. 
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APPENDIX E
 
SALARY SCHEDULE, July 1, 2006 • January 31, 2007
 
~M. .6A±..3..Q.. ~* M..A. MA±15MA±30 MA±45 MA±60 ~ 
1 49,019 49,319 49,619 54,901 57,352 59,803 62,254 64,705 69,607 
2 51,960 52,260 52,560 57842 60,293 62,744 65,195 67,646 72,548 
3 54,901 55,201 55,501 60784 63,235 65,685 68,136 70,587 75,489 
4 57,842 58,142 58,442 63725 66,176 68,627 71,078 73,529 78,430 
5 60,784 61,084 61,384 66666 69,117 71,568 74,019 76,470 81,372 
6 61,034 61,334 61,634 69607 72,058 74,509 76,960 79,411 84,313 
7 61,284 61,584 61,884 72548 74,999 77,450 79,901 82,352 87,254 
8 61,534 61,834 62,134 75489 77,940 80,391 82,842 85,293 90,195 
9 61,784 62,084 62,384 77940 80,636 83,332 85,783 88,234 93,136 
10 62,034 62,334 62,634 80391 83,332 86,273 88,724 91,175 96,077 
1 1 62,284 62,584 62,884 82842 86,028 89,215 91,666 94,116 99,018 
12 62,284 62,584 62,884 85293 88,479 91,666 94,362 97,058 101,960 
13 62,284 62,584 62,884 87744 90,930 94,1 16 97,058 99,999 104,901 
14 62,284 62,584 62,884 90195 93,381 96,567 99,509 102,450 107,352 
15 62,284 62,584 62,884 92646 95,832 99,018 101,960 104,901 109,803 
20 62,384 62,684 62,984 95097 98,283 101,469 104,410107,352 112,254 
25 62,974 63,274 63,574 98038 101,224 104,410 107,352 110,293 115,195 
APPENDIX F 
SALARY SCHEDULE, February 1, 2007 • June 30, 2007 
~M. .6A±..3..Q.. fl.A..±..§.Q.* M.A MA± 1 5MA±30 MA±45 MA±60 ~ 
1 49816 50,116 50,416 55,794 58,285 60,776 63,266 65,757 70,739 
2 52805 53,105 53,405 58,783 61,274 63,764 66,255 68,746 73,728 
3 55794 56,094 56,394 61,772 64,263 66,753 69,244 71,735 76,717 
4 58783 59,083 59,383 64,761 67,252 69,742 72,233 74,724 79,706 
5 61772 62,072 62,372 67,750 70,241 72,731 75,222 77,713 82,695 
6 62022 62,322 62,622 70,739 73,230 75,720 78,211 80,702 85,684 
7 62272 62,572 62,872 73,728 76,218 78,709 81,200 83,691 88,672 
8 62522 62,822 63,1 22 76,717 79,207 81,698 84,189 86,680 91,661 
9 62772 63,072 63,372 79,207 81,94784,68787,17889,669 94,650 
10 63022 63,322 63,622 81,698 84,687 87,676 90,167 92,658 97,639 
11 63,272 63,572 63,872 84,189 87,427 90,665 93,156 95,647 100,628 
12 63,272 63,572 63,872 86,680 89,918 93,156 95,896 98,636 103,617 
13 63,272 63,572 63,872 89,171 92,409 95,647 98,636 101,625 106,606 
14 63,272 63,572 63,872 91,661 94,899 98,138 101,126 104,11 5 109,097 
15 63,272 63,572 63,872 94,152 97,390100,628103,617106,606 11 1,588 
20 63,372 63,672 63,972 96,643 99,881 103,119 106,108 109,097 114,079 
25 63,970 64,270 64,570 99,632 102,870 106,108 109,097 112,086 117,068 
* BA+60 is applicable only to instructional employees hired prior to July I, 1991. 
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APPENDIX G 
SALARY SCHEDULE, July 1, 2007 . January 31, 2008 
Sll.Q. M 1lA±.l.Q. .aA±...6.Q.* M.A. MA±15MA±30 MA±45 MA±60 Q..Q.C. 
1 50626 50926 51226 56,701 59,232 61,764 64,295 66,826 71,889 
2 53664 53964 54264 59,739 62,270 64,801 67,333 69,864 74,926 
3 56701 57001 57301 62,776 65,308 67,839 70,370 72,901 77,964 
4 59739 60039 60339 65,814 68,345 70,876 73,408 75,939 81,002 
5 62776 63076 63376 68,851 71,383 73,914 76,445 78,977 84,039 
6 63026 63326 63626 71,889 74,420 76,952 79,483 82,014 87,077 
7 63276 63576 63876 74,926 77,458 79,989 82,520 85,052 90,114 
8 63526 63826 64126 77,964 80,495 83,027 85,558 88,089 93,152 
9 63776 64076 64376 80,495 83,280 86,064 88,596 91,127 96,189 
10 64026 64326 64626 83,027 86,064 89,102 91,633 94,164 99,227 
1 1 64,276 64,576 64,876 85,558 88,849 92,139 94,671 97,202 102,265 
12 64,276 64,576 64,876 88,089 91,380 94,671 97,455 100,239 105,302 
13 64,276 64,576 64,876 90,621 93,911 97,202 100,239 103,277 108,340 
14 64,276 64,576 64,876 93,152 96,443 99,733 102,771 105,808 110,871 
15 64,276 64,576 64,876 95,683 98,974 102,265 105,302 108,340 113,402 
20 64,376 64,676 64,976 98,214 101,505 104,796 107,833 110,871 115,934 
25 64,983 65,283 65,583 101,252 104,543 107,833 110,871 113,909 118,971 
APPENDIX H 
SALARY SCHEDULE, February 1, 2008 . June 30, 2008 
Sll.Q. liA 1lA±.l.Q. .aA±...6.Q.* M.A. MA±15MA±30 MA±45 MA±60 Q..Q.C. 
1 51,449 51,749 52,049 57,623 60,195 62,768 65,340 67,913 73,058 
2 54,536 54,836 55,136 60,710 63,282 65,855 68,427 71,000 76,145 
3 57,623 57,923 58,223 63,797 66,369 68,942 71,514 74,087 79,231 
4 60,710 61,010 61 ,310 66,884 69,456 72,029 74,601 77,174 82,318 
5 63,797 64,097 64,397 69,971 72,543 75,116 77,688 80,260 85,405 
6 64,047 64,347 64,647 73,058 75,630 78,202 80,775 83,347 88,492 
7 64,297 64,597 64,897 76,145 78,717 81,289 83,862 86,434 91,579 
8 64,547 64,847 65,147 79,231 81,804 84,376 86,949 89,521 94,666 
9 64,797 65,097 65,397 81,804 84,634 87,463 90,036 92,608 97,753 
10 65,047 65,347 65,647 84,376 87,463 90,550 93,123 95,695 100,840 
11 65,297 65,597 65,897 86,949 90,293 93,637 96,210 98,782 103,927 
12 65,297 65,597 65,897 89,521 92,865 96,210 99,039 101,869 107,014 
13 65,297 65,597 65,897 92,094 95,438 98,782 101,869 104,956 110,101 
14 65,297 65,597 65,897 94,666 98,010 101,355 104,441 107,528 112,673 
15 65,297 65,597 65,897 97,239100,583 103,927107,014 110,101 115,246 
20 65,397 65,697 65,997 99,811 103,155 106,499 109,586 112,673 117,818 
25 66,011 66,311 66,611 102,898 106,242 109,586 112,673 115,760 120,905 
* BA+60 is applicable only to instructional employees hired prior to July 1, 1991. 
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APPENDIX I 
SALARY SCHEDULE, July 1, 2008 - January 31, 2009 
Slll IlA. fl.A±..l.Q. .e.A.±..§.Q.*M.A MA±15MA±30 MA±45 MA±60 Q..Q..C. 
1 52,285 52,585 52,885 58,559 61,173 63,788 66,402 69,016 74,245 
2 55,422 55,722 56,022 61,696 64,311 66,925 69,539 72,153 77,382 
3 58,559 58,859 59,159 64,833 67,448 70,062 72,676 75,290 80,519 
4 61,696 61,996 62,296 67,971 70,585 73,199 75,813 78,428 83,656 
5 64,833 65,133 65,433 71,108 73,722 76,336 78,950 81,565 86,793 
6 65,083 65,383 65,683 74,245 76,859 79,473 82,087 84,702 89,930 
7 65,333 65,633 65,933 77,382 79,996 82,610 85,225 87,839 93,067 
8 65,583 65,883 66,183 80,519 83,133 85,747 88,362 90,976 96,204 
9 65,833 66,133 66,433 83,133 86,009 88,885 91,499 94,113 99,342 
10 66,083 66,383 66,683 85,747 88,885 92,022 94,636 97,250 102,479 
11 66,333 66,633 66,933 88,362 91,760 95,159 97,773 100,387 105,616 
12 66,333 66,633 66,933 90,976 94,374 97,773 100,649 103,524 108,753 
13 66,333 66,633 66,933 93,590 96,989 100,387 103,524 106,661 111,890 
14 66,333 66,633 66,933 96,204 99,603 103,001 106,139 109,276 114,504 
15 66,333 66,633 66,933 98,819 102,217 105,616108,753111,890 117,118 
20 66,433 66,733 67,033101,433 104,831 108,230 111,367 114,504 119,733 
25 67,056 67,356 67,656104,570 107,969 111,367 114,504 117,641 122,870 
APPENDIX J 
SALARY SCHEDULE, February 1, 2009 - June 30, 2009 
Slll IlA. fl.A±..l.Q. .e.A.±..§.Q.* M.A MA± 15MA± 30MA±4 5 MA± 6 0 Q..Q..C. 
1 53,135 53,43553,73559,511 62,16864,82567,48170,13875,452 
2 56,323 56,623 56,923 62,699 65,356 68,013 70,670 73,326 78,640 
3 59,511 59,811 60,111 65,887 68,544 71,201 73,858 76,S 14 81,828 
4 62,699 62,999 63,299 69,076 71,732 74,389 77,046 79,703 85,016 
5 65,887 66,187 66,487 72,264 74,920 77,577 80,234 82,891 88,204 
6 66,137 66,437 66,737 75,452 78,108 80,765 83,422 86,079 91,392 
7 66,387 66,687 66,987 78,640 81,297 83,953 86,610 89,267 94,580 
8 66,637 66,937 67,237 81,828 84,485 87,141 89,798 92,455 97,768 
9 66,887 67,187 67,487 84,485 87,407 90,330 92.986 95,643 100,957 
10 67,137 67,437 67,737 87,141 90,330 93,518 96,174 98,831 104,145 
11 67,387 67,687 67,987 89,798 93,252 96,706 99,362 102,019 107,333 
12 67,387 67,687 67,987 92,455 95,909 99,362 102,285 105,207 11 0,521 
13 67,387 67,687 67,987 95,112 98,565102,019105,207 108,395 113,709 
14 67,387 67,687 67,987 97,768 101,222 104,676 107,864 111,052 116,366 
15 67,387 67,687 67,987 100,425 103,879 107,333 110,521 113,709 119,022 
20 67,487 67,787 68,087103,082106,536109,989113,178116,366 121,679 
25 68,119 68,419 68,719 106,270 109,724 113,178 116,366 119,554 124,867 
* BA+60 is applicable only to instructional employees hired prior to July I, 1991. 
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APPENDIX K
 
INCREMENT WITHHOLDING
 
A salary increment will be withheld only when other efforts to improve 
the alleged unsatisfactory performance of an instructional employee have 
failed. Unsatisfactory performance refers only to the performance of profes­
sional duties assigned during the normal school day. 
The following procedure will be adhered to in the withholding of the in­
crement of an instructional employee: 
I. The principal will inform the instructional employee in writing by 
December I, that she/he will recommend to the Board that her/his salary in­
crement for the coming school year be withheld unless her/his performance 
improves by May 1. Prior to December 1, the principal will have observed 
the instructional employee at least three (3) times with no two (2) observa­
tions within the same school week. Each observation must have been fol­
lowed by a written report detailing strengths and weaknesses and making 
suggestions for improvement. Each observation and written evaluation will 
have been followed by a conference with the instructional employee. The in­
structional employee will have the right to append statements to the princi­
pal's written evaluations. 
2. An instructional employee who receives such notice will sign the 
notice solely to signify its receipt by December 1. The instructional em­
ployee and President of the Association will receive copies of the notice. 
3. The notice will include a list of particulars detailing observed areas 
of claimed severe weakness and what help has already been provided to im­
prove or overcome the claimed weaknesses. 
4. The principal will make every effort to assist the instructional em­
ployee to improve between December 1 and May 1. The principal may use 
school resources and other school personnel to assist the instructional em­
ployee. At least once every ten (10) days the principal will either have a 
conference with or observe the instructional employee. A written evaluation 
will be made following each observation. The observation and evaluation 
must be followed by a conference with the instructional employee. The in­
structional employee will have the right to have present with him/her a per­
son of his/her choosing at such conferences. The instructional employee 
will also have the right to append a statement to the principal's written eval­
uation. The conference will precede the next observation. 
5. The principal will inform the instructional employee in writing by 
May I either that his/her performance has improved satisfactorily or that it 
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has not. In the event of an unsatisfactory rating, the principal will infonn 
the instructional employee in writing that she/he will recommend to the Su­
perintendent that the Board withhold the instructional employee's salary in­
crement for the following school year. 
6. The instructional employee may request a hearing before the Board 
during the month of May. At such a hearing, the instructional employee 
will have the right to be represented by a person of his/her choice. 
7. In the event of such a requested hearing, all infonnation submitted 
to the Board will have been part of the instructional employee's personnel 
file and is limited to that. 
8. The instructional employee will be advised in writing of the final 
detennination of her/his case by June 1. 
9. A teacher whose increment has been withheld will not advance on 
the salary schedule in effect during the school year subsequent to the acade­
mic year in which the judgment was made to maintain step placement. In 
each year following, the teacher will advance one step on the salary sched­
ule. 
10. An instructional employee who has been denied advancement on 
the salary schedule and who thereafter has received a satisfactory rating for 
five successive years will be moved two (2) steps on the salary schedule for 
the sixth school year. 
11. An additional withholding of salary increments will be contingent 
on the application of the above mentioned salary increment withholding 
procedures. 
12. Not more than 2% of the total staff shall be denied salary incre­
ment in a school year by operation of this provision. 
13. It is understood that the procedure may be stopped at any time if it 
is detennined by the principal that the instructional employee's perfonnance 
has improved satisfactorily. 
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